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Executive Summary

his summary outlines findings from the

2019 Defense Advisory Committee on
Women in the Services (DACOWITS) focus
groups.DACOWITS collected qualitative and
guantitative data during visits in April and May
2019 to eight military installations representing
all four DoD (U.S. Department of Defense)
Service branches (Army, Navy, Marine Corps,
Air Force). During these focus groups, which
were held atNaval Submarine Base Kitsap,
Naval Base Everetipint Base Elmendeorf
Richardsorg Army, Joint Base Elmenderf
Ridardsong Air ForceMarine Corps Air Station
Miramar, Marine Corps Air Station Yuma, Davis
Monthan Air Force Base, and Fort Huachuca
the Committee addressetthree topics:

1. Conscious and unconscious gender bias
2. Pregnancy and parenthood
3. Physicafitness assessments

Chapters 24 discuss the findings from each

topic, and chapter ®rovidesthe general focus
group comments.

Conscious and Unconscious Gender
Bias

What factors encouraged participants to join
the military?

Participants were encouraged to join the
military by a variety of factors. Most commonly,
participants reported interactions with family
members who had previously served in the
military as their source of encouragement for
joining.Other factors includetheir interactions
with recruiters, perceptions of career stability,
financial compensation and college tuition
benefits,national pride, and the opportunity to
leave their hometows.

What factors discouraged participants from
joining the military?

Partiagpants were discouraged from joining the
military by a variety of factors. Most commonly,
participants cited their famiésas the primary
source of discouragement from joining the
military, with participants in some groups being
discouraged by family menelos with military
experience and from joining specific branches
of the military.Participants in some groups
reported that physical fithess requirements
and the fear of failure anthe unknown,
discouraged them from joining.

Participants also reported meéd opinions on
whether men and women experiendsimilar
forms of discouragement from joining.
Participants in most groups reported that men
and women experienakdifferent forms of
discouragement, with participants in nearly half
of the groups reportinghat women were more
likely than men to be discouraged from joining
by their families and that women fadgreater
societal discouragement than men from joining.
However, participants in nearly half of the
groups reported that men and women
experiencel similar forms of discouragement
from joining for a variety of reasons.

What factors influenceda participant® choice
of occupational specialty?

Participants in most groups reported being
encouraged to pursue certain occupational
specialties by a variety ¢dictors. Most
commonly, participantsited interactions with
recruiters as a factor that encouraged them to
pursue a specific occupational specialty, but
participants in some groups also cited their
perceptiors of the working conditions
associated with céain positions, interactions
with family members, and the opportunity to
learn job skills thatvere transferable to the
civilian world.
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Participants in most groups also reported being
discouraged from pursuing their desired
occupational speciakts Mostcommonly,
participants in half of the groups reported being
discouraged by recruiters frothe pursut of

their desired occupational specias, and
participants in some groups reported being
discouraged if the desired occupational
specialty did not aligwith the needs of the
Service. Participants in most thie female

groups also reported being discouraged from
pursuing their desired occupational spediedt
because of their gender.

Did participants believe male and female
Service membersvere attracted to the same
occupational specialties?

Participants in most groups reported that male
and femaleService membergouldbe attracted
to the same occupational specialty, but
participants in some groups suggested that
some occupational specialtiesightbe mae
attractive to certain genders and th&ervice
memberswere more likely to be attracted to an
occupational specialty because of personality
rather than gender.

Did participants believe gender bias exisd in
the recruitment process?

Participants reported mixegderceptionson
whether gender bias existlin the recruiting
processParticipants from most groups
reported that gender biadid existin the
recruiting process in a variety of wagsich asa
lackof female recruiteror femalefocused
recruitment activities, and recruitersho
encouragednale and femalé&ervice members
to pursue different occupational specialties.
Participants also provided mixed opinions on
the presence of gender bias in Service
recruitment materials and advertisements.

Did participants believe gender bias existed in
the military as a whol@

Participants in nearly all groups reported that
gender bias exisdin the military in a variety of
ways, including the perception that women
received special treatment and the perception
that womencould notmeet the physical

requirements associated with some
occupational specialtie®articipants in all
groups similarly reported that gender bias was
more prominent in certain occupational
spedgalties, including those that recently
became available for women to pursue.

Participants also reported mixed feelings about
whether gender bias in the military affected
mission readiness. Participants in some groups
reported perceptions that women who lseme
pregnant could be detrimental to mission
readiness, and participants in half of the male
IANRdzLJA NBLR2NISR (KL
ability of female Service members to perform
their jobs could negatively impact mission
readiness. However, pcipants in some

groups reported that gender bias had no effect
on mission readiness.

Whatx AOA DPAOOEAEDAT 006
to make language in Service manuals and
documents gender neutral?

Participants reported mixed feelings about
changes to makkanguage in Service manuals
and documents gendareutral, with
participants in most groups reporting negative
reactions to these changes for a variety of
reasons Participants describegenderneutral
language changes assuperficial solution to the
isste of gender bias anstatedthe changes
would drawmore attention to the differences
between men and womerin contrast
participants in most groups also reported
positive reactions to these changesd
participants in some groups reped feeling
indifferent about the changes.

Whatx AOA PAOOEAEDPAT 006
impact of making job titles gender neutral
with regard to recruitment and attracting
women to positions historically perceived as
male oriented?

Participants reported mixed opinions on
whetherchanges tanakeService position titles
gender neutralwould affectrecruitment.
Participants in most groups reported that these
changes wouldhave an adverseffecton
recruitment for a variety of reasons, including
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by negatively affecting the traditioassociated
with each Service. Paetpants in half of the
groupsreported that these changes would
positively affect recruitment othat they would
have noeffecton recuitment.

Participants also reported mixguerceptionson
whether changes tonakeService position titles
gender neutralvould attract women to
occupational specialties historically viewed as
maleoriented. Participants in most groups
reported that genderneutral position titles
would have no impact on attracting women to
thesepositions andparticipants insome

groups reprtedthat these changes would have
a positive impact

Whatx AOA DAOOEAEDAT 006
response of Service leadership to the issue of
gender bias?

Participants reported mixed feelings on
whether Service leadershigasdoing enough
to address genddpias. Most commonly,
participants reported that Service leadership
wasworkingto address gender bias, with
participants in some groups reporting that
gender biasvasan issue localized to units
rather than the entire Service, and that unit
leadership hd made an effort to address
gender bias. However, participants in some
groups reported that Service leadershifasnot
doing enough to address gender bias.

Participants also reported mixampinionson
the trainings and initiatives implemented by
their Servicesto address gender bias. Most
commonly, participants in most groups
reported thatthe Equal Opportunity program
wasthe primary source of training for
addressing issues related to gender bias, but
participants from some groups noted that
gender biasvasnot addressed through any
Service trainings or initiatives.

Whatx AOA PAOOEAEDAT 006
how Service ounit leadership could address
gender bias?

Participants in some groups recommended
implementing a gendeneutral physical fithess

standard,whereasparticipants in some groups
recommended fostering a unit environment
where Service memberdelt comfortable
addressing gender related issuésvariety of
other recommendations were mentioned by
participants in a few groups, including
increasing the number of female drill
instructors, reducing the number of trainings
required of Service members, and focusing
efforts on addressing gender bias in
occupational specialties recently opened to
women.

Pregnancy and Parenthood

What challenges did participants face with
career,andfaénily.l.lef;\nnin ?

I DET ET 1

Female participants were moregkkely than male
participantsto find it somewhat or very difficult
for members of their Services to have a family
and continue to advance their careers in the
military. Although many participants from all
demographic groups felt that having a family

YR LINPINBaadaAyd mwsgs 2ySQa

somewhat or very difficult, wmenwere more
likely than menandenlisted personnehnd
junior officerswere more likehthan senior
officers to feel this way

What experiences do servicewomen have
surrounding pregnancy?

Male and female participants described a range
of challenges that servicewomen could face
both during and after pregnancyaRicipants in
most groups felt that pregnant servicewomen
were stigmatized and that pregnancy had a
negative effect on the unit. However, some
groups reported pregnancy did not have a
substantial impact on their units because of the
less demanding physiceequirements of their
day-to-day occupational specialty work.
Participants also described difficulties
associated with Service member confusion

& /about pregpancyelated policigs andimedical

challenges women could experience while
working in military envisnments. Another
challenge participants raised was the negative
AYLI OG 2F LINB3AyYylyoe 2y
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progression in the military. Participants
identified a range of military policies and
support resources available to pregnant
servicewomen.

How available, affordable, and functional were
maternity uniforms?

Participants had mixed feelings on the
availablity of maternity uniforms in their
Services. In most groups, participants reported
that maternity uniforms were readily available
for pregnant and postpartum servicewomen.
However, some groups identified challenges
with the availability of maternity unifons,
particularly in overseas locations or with finding
the correct size. Participants reported a range
of sources from which servicewomen obtain or
borrow maternity uniforms. The expense of
maternity uniforms was the greatest challenge
identified by partcipants. Half the participants
felt that maternity uniforms were not flattering
to servicewomen, and participants
recommended improving the comfort and
utility of these uniforms by adding pockets,
making the waistband more comfortable, and
increasing theiadjustability.

7TEAO0 xAOA DPAOOEAE A
breastfeeding and lactation support in their
respective Services?

DACOWITS found that the majority of
participants had known someone who had
breastfed or expressed milk while at work.
When asked aboytolicies and resources for
breastfeeding servicewomen, participants in all
groups confirmed there were policies that
required a designated lactation room. However,

x AOA PAOOEAEDAT 606

How, if at all, did postdeployment family
reintegration experiences differ by gender?

Although the majority of participants reported
knowing someone whbad deployed as a
parent, male participants were more likely than
female participants to have had the experience
of deploying as a parent. Participants identified
two common challenges for parents returning
from deployment: the emotional challenges of
reintegration, and the difficult reconnection
process with their children. Participants
identified a number of current military and
civilian resources that supported Service
members during the postdeployment
reintegration process. Participants shared
mixed opnions on whether military mothers
and military fathers faced different experiences
in the postdeployment reintegration period and
also held mixed opinions on whether there
should be separate family reintegration
resources for male and female military paten
Finally, participants provided recommendations
on how the Services could better support
military parents during the postdeployment
reintegration period.

How aware were participants about military
chiRiAdreBplidOET T O T £

When asked abouthild careoptions for Service
members, participants reported a range of
military and civiliarchild carearrangements.
Participant perceptions of differemhild care
options varied. When asked about their
recognition of militarychildcare.com, the
gateway websitedr DoDchild careoptions,

only 2 out of 10 participants affirmed they had
heard of this website. Of those who had visited

LI NI A OALI yGaQ $ELISNR Sy Ofifaryéhiidiafe.conk ferceptions driitife 6436

guality of designated lactation spaces iet.
Reported challenges for breastfeeding
servicewomen included a lack of designated
lactation rooms, stigma for needing time to
express milk while at work, and issues being
able to find time to express milk at work.
Participants recommended more lactatio
rooms, increased policy education, and efforts
to reduce the stigma associated with
breastfeeding.

and functionality of the website were mixed.
Participants suggested several ways thiéitary
could better support Service members in need
of child care primarily with offering more
flexiblechild careoptions within the military
child caresystem and reducing the long
waitlists on installations.
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Physical Fithness Assessments

7TEAO0 xAOA nAdedading and1 006
experience with the physical fithess
assessment (PFA)

Participantsreported a range of frequency in
how often they took the PEARarticipants in
some groups indicated thegpok the test twice

a year, once a yeaoy that the frequency
depenced2y 2y SQa YSRAOL §
Participants said that medical exemptions could
result from injury, pregnancy, or being a
postpartum mother Participants in most groups
described similar componenter the PFA for
their respetive Servicebut noted there were
test-scoringdifferences for men and women
Participants in most groups reported that the
PFAIncluded cardigascular (e.g., running);
strength (e.g.pushups or pullupsiand core
(e.g, situps) componens. Participantsn at

least half of the groups noted there was an
alternative cardiwasculamctivity (e.g,
swimming, bicycling, or walking) for Service
members who were medically exempt.
Participants in the majority of groups reported
that the scoring parameters for the PFA varied
by gender

S

7TEAO0 xAOA péwiidhad

impact of the PFR

Particpants indicated that scoring poorly dne
PFAcouldhavaey S3a G A @S A YLI O
careersuch anrollment in a fithess
improvement program, administrative action,
impact on promotion potential, and being
discharged from the Service. When asked
whether(i K S A NJ { SsNi#dtetrSea &nd t C !
women differently, participants in the majority

of groups reported no difference in the impact

of the PFA bgender

How did participants interpret thepurposes of
the PFA andhe OccupationalStandards
Assessment (&4)?

When asked about the purpose of the PFA,
most participants indicated thait was to
ensure mission readinedBarticipants in some

groups perceived the purpose of the PFA was to
ensure Service members were livingealthy
lifestyle. When asked aboute difference
between the PFA and the OSarticipants

most commonly noted that the PR#asa

general assessment arildat the OSAvas
occupationspecific.

7EAO0 xAOA péemamdddAl 006

Eetfective_ness of the PFA

SYLJAZ2ZYa®d
When askedvhether the PFA effectively

measured Service membéigalth and

whether this effectiveness varied for men and
women, participants reported mixed opinions.
For exampleparticipants noted that the PFA
did not effectively measure or adjust scores for
the varying body types of Service members and
did not identify or measure a wide spectrum of
health and wellness outcomelh contrast,
participants in some groups reported that the
PFA properly measured healtbespite varying
opinions on whether the PFA was accurate
measure of health, @rticipants in most groups
agreedthat the physical fithess test was equally
ineffective for men and women

7TEAO xAOA meitnechirngl 008
and preparingfor the PF~

Themajority of participants noted they tragd
for the PFAhree to five times per month or
that group physical fitness training was

op [ naé IY@@?imately half ofhe groups
participantsnoted they trained for the PFA
through unitled workouts and individual
training sessions. Of note, paifants in some
groups reportedhat commandled physical
training had a positive impact on unit morale.

Participants had mixed opinions on whether
men and women should train in the same
mannerfor the PFAPaticipants in
approximately half ofthe groupssuggestedhat
men and women should not train differently.
Participants in many groumsiggestedhat test
takersshould train based on their individual
needs.
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7TEAO xAOA BHOIENERA & A
resources to improve their wellness and
fitness?

When asked how Service membérained for
the PFA and what resources were available to
support them in these effortgparticipants
listedfitness facilities, fithess trainers,
nutritionists, and nutritional classes.
Participants revealed that the avability and
effectiveness of fitness trainers and nutrition
classes varied from installation to installation.
Participants in some groups reported that
physical fitness leaders were not available for
consultation or were not properly trained to
serve as Hective resources for those who
needed to improve their PFA scor&milarly,
althoughparticipants in some groups reported
that nutritionists were available, there was a
wide spectrum of opinions surrounding
nutritioniststhelpfulness.

7TEAO0 xAOA DPAOOEAE A
improving overall wellness and fithes’

When asked Wwich additional or improved
resourcesService memberdesired tohave to
prepare for the PFA or improve their general
health and nutrition participants in many
groups suggestegroviding additional nutrition
related resources, increasing access to fitness
facilities, providing healthier food options on
installations, and increasing promotion of
currently available health and wellness
resourcesTo better support Seice memberQ
wellness and fitnesgarticipantssuggested the
Servicesmprove the design of their respective
PFAs, incorporate broader measures of health
and wellness into the PFA, implement an
objective standard for the PFA, adjust scoring of
the PFA for different body types, increase
accessibility of physical fithess lead, provide
more funding for conditioning programs,
provide physical therapists to prevent RFA
related injuries, and esign the PFA to better
FaasSaa

x AOA mRbheéEAEBAT 008 General Comments

R . . . female role
xAOA PAOOEAEDAT O0O6

2y 804 ajob.Af Ale 2

7TEAO0 xAOA DPAOOEAEDA
gender integratian?

When asked how well they thought the gender
integration process was going, in general,
participantssupported integration butited a
perception about the lowering of standards in
newly integrated units or positions and
emphasizedhe importance of ensting women
were able to meet the job requirement§Some
participants saw the status of the initiative as
positive and their comments tended to mirror
those from previou®ACOWITS studies
Althoughsomethought the process was going
well, participants irsome groups also
mentionedobstacledo gender integration and
cited challenges with genddrased
discrimination Finally, participants from some
groups described challenges with a lack of
adels. .. . .
OOCCAOOEI T O A&I O
What challenges for women in the military did
participants report?
The most commonly cited challenge for women
in the military was gendebased discrimination.
Participantdn most groupseported
experiencing prejudice or stereotyping based on
their gender, including a perception that
womenwere unequéto men, resulting in
servicewomen working harder than men to
prove themselves, anad malecentric culture
that placed a higher value on male voices.
Participants in most groups also shared
challenges related to pregnancy and
childrearing, includingtigma surrounding
pregnancy and childrearing amadditional
difficulty women facel navigating their careers
when planning to stara family or after
becoming a caregiveParticipants in
approximately half of the groups cited
challenges striking lealthy professional and

persanal life balance.
LIS NF 2 N

006
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7TEAO0 xAOA DAOOEAE A
Secretary of Defense?

When asked what suggestions they would make

to the Secretary of Defense, participants
offered recommendations on a variety of topics.
The mos common suggestions were related to
family supportincrea® the capacity of DoD
child carecenters improveexpectations for
family care plangncrea® the access to and
knowledge of sabbaticals and othalternative
career paths, and lengthen caregiteave

Participants from some groupsade
recommendations for improving the current
physical fithess assessments in general and
Fo2dzi 2yS
neutral physical fithess assessmembre
specifically

{ S N@hdeOBdRe LI |

xAOA DAOOEAEDAT OO0 5 Suggesie@diicatiohsto the PEANoludedE A

implementinguniversal physical fithess
standards and occupational standay@sd
changngthe current female heighiveight
standards and the associated proceduused

to ensure Service members meet the physical
standardsdo A ®S > GKS aidl LIS
fat). Participants alsdiscussed their concerns
aboutthe implementation of and strategies to
improveagender and ageneutral physical
fitness assessmenParticipants emphasizete
need to explore the impacts guch an
assessment before implementation, especially
for injured Service members or those who had
previously hadch caesareasection. Participants
gtso gitgdnepngernthat morale coulddecrease

if those who historicallyrad performed welbn
physical fitness teststruggled with the new
fithess standards
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Chapter 1. Introduction and Methods

his report outines the findings from the 201Defense Advisory Committee on Women in the

Services (DACOWITS) focus groups. Chagimsvides the introduction and methods, which consist
of an overview of the focus groups, the characteristics of the focus group participants, and the analysis
approach. Chapters 2 throudgpresent the findings oconscious and unconsciogsnderbias
pregnancy and parenthoqgbhysical fitness testand general focus group comments, respectively.

A. Focus Group Overview

DACOWITS collected qualitative and quantitative data duitagr/isits in April and May 2016 eight
military installation$representng all four U.S. Department of Defense (DoD) Service brandhey (
Navy, Marine Corps, Air Foreee Appendix A). During the focus groups at these sites, the Committee
addressedhree topics:

1. Conscious and unconscious gender bias
2. Pregnancy and parentioal

3. Physical fitnesassessments

In partnership with researchers from Insight Policy Research, the Committee developed a series of focus
group protocols (see Appendix C); each protocol consisted®fopic module to ensure each study

topic was addressed by each Service, gendat,mygrade groupEach focus group lasted 90 minutes

and addressed one topic modul€ommittee members facilitated focus group discussions to elicit and

assesshe views, attitudes, and experiences of Service membegardingthe selected study topics.

The Committee also distributed misurveys tahe participants to determine the demographic

composition ofthe groups (sedppendix B)Mini-survey findings are presented throughout the report

including results for several sulgmental questions in AppendixB All the data collection instruments
werereviewed and considered exempy the institutional review boardf 2 NJ Ly a A 3Kl Q& &adz 02y
GAUK O2yOdZNNBYyOS FNRY 52504 hT¥FTAOSeladdFReddkess, toy RSNJ {
ensure the protection of human subjects.

DACOWITS conductd8focus groupsn 2019 Of the48groups,24 were held with menand 24 were
held with women.Twentyfour of the groups were conducted withnlistedpersonnel(pay grade€4;
E8, and 24were held with officergpay grales O805 and WXWS5). There weret75 distinct
participants withan average 010 participants per session. DACOW&#B8ressedhe topic of conscious
and unconscious gender biasl16 groups,pregnancy angharenthoodin 16 groups,andphysical fithess
testsin 16 groups Each installation was responsible for recruiting focus group participants from the
demographic categories specified by DACOWITS (see Figure 1.1).

1 Theeightinstallations wereNaval Submarine Base Kits&faval Bas&verett Joint Base EImendeRichardsorg Army, Joint Base Elmendorf
Richardsorg Air ForceMarine Corps Air Station Miramgvlarine Corps Air Station YupavisMonthan Air Force BasandFort Huachuca
The focus group protocols weret pretested.
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Figure 1.1. Focus Group Breakdown

Physical
fitness
assessments,
16 groups

Gender bias,
16 groups

Women, Enlisted,

24 groups 24 groups

Pregnancy
and parenthood,
16 groups

B. Focus @oup Participant Characteristics

The research team analyzed the qualitative data from the focus groups and compiled a demographic
profile of the focus group participants using responses from the-gunieys (see Table 1.1).
Approximately halbf the participants were menH1 percent), and half were womerd@ percent). Four
Services the Army (B percent),Navy (22 percentMarine Corps (2percent), andAir Force (27

percent were nearly equally representedhe majority of participants (98 percent) weaetive duty.
Participants ranged widely in agepm 18to 40and older Participants in the youngest age category
(aged 1820) composed smaller percentages of the group.

Enlisted personnakepresented more than half of focus group participant® f&rcent): Service
members with pay grades EE6 made up the largest proportion eflistedpersonnel(38 percent),
followed by those with pay grade§& (13 percent) and ECE3 (1 percent). The largest subset of
officers was composed of those with payades Ot03 @7 percent), followed by those with pay grades
of O4 or higherX4 percent) and WO4WOS5 6 percent).

Focus group participants represented varying levels of tenure in the Military Services and were relatively
equally distributed across all cageries. Those witfewer than 3 years of service (6 percent) &tor

more years of servicfl2 percentwere least represented, whereas the remaining tenures were nearly
equally represented @to 22 percent). A majority of participants identified as Y&Hi72 percent);

smaller proportions identified as BlacdkS(percent), Asiang percent), American Indian or Alaska Native

(1 percent), or multiple race$ percent). About one in six participants identified as Hispanic (15

percent). Subsequent chapterstiris report provide the results for the top&pecific minisurvey

guestions.
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Table 1.1. Focus Group Participant Demographics

Percent age of Women

Percent age of Men

Percent age of All

Participant Characteristic (n=232) (n =242 Pe(arl;ti(;iriz;rgs)
Gender
Missing 0 0 0
Total 49 51 100
Service Branch
Army 29 28 28
Navy 20 24 22
Marine Corps 23 21 22
Air Force 28 26 27
Missing 0 0 0
Total 100 100 100
National Guard or Reserves
Yes 3 1 2
No 97 99 98
Missing 0 0 0
Total 100 100 100
Age
18¢20 2 2 2
21c24 19 10 15
25¢29 24 21 22
30¢34 23 26 25
35¢39 19 21 20
40 or older 13 20 16
Missing 0 0 0
Total 100 100 100
Pay Grade
EXE3 1 1 1
E4E6 44 33 38
ETE9 13 13 13
WOIWO5 3 8 6
01¢03 25 30 27
O4 or higher 14 14 14
Missing 0 0 0
Total 100 100 100
Length of Military Service
Less than 3 years 9 4 6
3¢5 years 27 16 21
6¢9 years 20 19 19
10¢14 years 19 20 20
15¢19 years 20 23 21
20 years or more 6 17 12
Missing 0 1 0
Total 100 100 100
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Percent age of Women

Percent age of Men

Percent age of All

Participant Characteristic (n=232) (n =242 Pe(arl;ti(;iriz;rgs)
Race
Asian 6 5 6
Black 17 12 15
Qr;[ievr;can Indian or Alaska 5 0 1
Pacific Islander 0 1 1
White 64 74 69
Multiple races 6 5 5
Missing 5 3 4
Total 100 100 100
Hispanic
Yes 18 12 15
No 80 87 84
Missing 3 0 1
Total 100 100 100
Relationship Status
Divorced 9 8 9
Married to a civilian or veteran 24 66 45
Marri rren rvi
mgmsgrto a current Service 32 5 18
Never married 33 20 26
Separated 2 1 1
Widowed 0 0 0
Missing 0 0 0
Total 100 100 100
Some percentages do not sum to Igecause of rouqding. o o L ’
hyS LI NODAOALIYU RAR y2u asSftsSoOu | ISYyRSIMIN ¢ KAa LI NIUAOALIN YU

Source: DACOWITS rrinirvey (data fronall the group}

C. Analysis

The focus group analysis process involved several dieping each focus group, research staff
captured verbatim discussions between focus group participants and Committee facilitators; the
research team cleaned and redacted the transcrip@ NB Y2 @3S ARSYGAFASNA FNRBY L
Next, the team idenfied themes and subthemes by reviewing all transcripts for a given focus group

topic and noting common responses that arose. Once the themes were identified, the data were

entered into qualitative analysis software (NVii2), and the transcripts were codeby themes. This

allowed the research team to explore whether certain responses were more common among subgroups
(e.g., gender, pay grade, Service). Unless otherwise specified, focus group themes were common across
pay grades, Military Services, and gersddhe quotes provided throughout the report were chosen

from hundreds of illustrative examples to exemplify the findings for each theme.

2 Thisquestion askegbarticipantsto selectall that appliedt I NIi A OA LIk y (G &

g K2
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1. Strengths and limitations of focus groups as a methodology

Focus groups are a key tool for DACOWITS to gauge Sé8idé0 SNAE Q LISNOSLIiA2ya | YR
knowledge, attitudes, and opinions. They provide an interactive way to explore topics deeply and obtain
RSGUIFIAT SR AYF2NNIGAZ2Y AY {SNIBBAOS YSYOSNRAQ 246y 62NR
data on groupshat are underrepresented in the military, such as women, that may not be represented
statistically through surveys that examine the military as a whole.

Unlike survey research (e.g., the DACOWITSsuimey), which gathers information on the numbers or
proportions of respondents who answer particular questions in a certain way, focus group research does
not gather information on concurrence across all respondents, and findings are not generalizable to a
larger populationThe recruitment of participantor a focus group cannot be replicatatlis difficult to
ensureidentical questiongreasked in each group, and the restutis one group cannot be compared
precisely withthose forother groups. Despite these limitations, the results can add greathntexisting

body of knowledge on a topic, or they can serve as a first step toward developing a more statistical
study of a new topic.

As a result ofte small sample sizthe groups might not represent the larger population accurately;

this effect carsometimes be beneficial if the desire is to obtain data from underrepresented groups that
may not be represented statistically through surveys and other means. Group discussions can be difficult
to direct and control, and many subjects are addressed gueich discussion; as a result, not all

guestions are asked il the groupsand not all participants are able to answer each quegiser

Fgurel.2).

Figurel.2. CollectingData Through Sructured FocusGroup Conversations

What do you

thinR?

| think X, but
| also thinR Y.

Because of the conversational
nature of focus groups, not all
participants are able to answer
each question. Opposing
perspectives may be

expressed by one or multiple
participants within the same
focus group.
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To give a rougindication of the frequency with which a particular theme was mentioned, several key
terms and phrases are used throughout the report. For example, to indicate how frequently a theme
was raisedluring the focus groups that addressadpecific topiand inresponse ta particular

questionthat was askedthe reportdzd S & GFI2fN0 G KSY Sa dh&graupsWRdMEBS R Ay | f
question was askedy S I NI & I f f ¢ ¢99 geNénliokh89robips:cYA2ya (il 2INR (& ¢ T2 NJ
themes in 5§89 percent othe groups;é LILINR EA Y I (St & K58 Fecentfobhdgrolié;S Y S a Ay

andéa 2 YS ¢ T 2 NJ cddp8céraithelynfupsiTo ensure the report focuses on the most
commonly reported themes rather than those that emerged in only a few groups, asiudikts of
participant suggestions, this repdstpicallydoes not include themes that emerged in fewer than 25
percent ofthe groups in which particularquestion was askeddowever in a handful of instances, the
reportusestheternt FSgé T2 NJ G KS Ye@erthah B4perceroy oo & Rhick Wie
guestion was asked.

When comparing multiple responses for a given question, the report uses phrases that give a rough

sense of the proportion of participants who expressedwegiopiniort such agnearly all the

LI NLAOALI yia K2 NBAGUKPRSRAUZ O KN2 Y| dz&altid ¥ank 2 yERI
phrases with a fixed meaning that imply every participant provided a respd¥isen comparing

whether the theme was more frpently mentioned by certain subgroups (e.g., men, women, officers,

enlisted personnel, members of one Service), the report uses thed®t NS T NBIj dzSy (if & Y Sy
identify a theme that was mentioned at least 20 percent moften by one subgroup thanthersand

G YdZORKNE FNBIljdSyidfte YSyGaAaz2ySRé G2 A RSpéicentfére I (GKSYS
often by one subgroup than other#t.is important to keep in mind that the purpose of focus groups is to

obtain rich detail on a topic rather thao precisely measure the frequency and types of responsas.

overview of the analysis structure is outlined in figar8.

Figurel.3. Overview ofAnalysisProcess

1. Review and categorize responses:

In the groups that were asked the
question, how did participants %
respond to the question? L Y]

i 1

2. Assess frequency:In what percentage
of the groups was the theme raised? sss

Most/majority Approximately half
(55-89%) of the (45-54%) of the
groups groups

Allthe Nearly all (90-99%) Some (25-44%) A few (< 24%)
groups (100%) the groups of the groups of the groups

3. Compare across populations: Was the
theme more frequently mentioned by

i ? o\
certain subgroupss ‘Q\.
—

Yes, the theme was more frequently mentioned by one subgroup (at least a 20% difference
between subgroups) or much more frequently mentioned (at least a 50% difference between
subgroups) among certain subgroups
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Chapter 2. Conscious and Unconscious Gender Bias

COWITS investigatéue perceptionsof Service memberaboutthe presence of conscious and
unconscious gender biand how it affected theidecisions to join the military during the
recruitment process and pursweertainoccupational speciaks The Comittee was interested in
learning about factors that encourad@nd discourage Service members from joining the military and
pursuingparticularoccupational specialties. Ti@®mmittee was also interested in learning about how
the Servicesvere addressingiender bias in the militarst KA & Ay @SadA3r dAz2zy O2yiGAydz
previous research on gender discrimination, sexual harassment, and sexual assault.

The Committee conducted 16 focus groups vethisted personnelE4E8) and officerfO305/Wig
WS5)on the topic of conscious and unconscious gender bias (see Appendix C.1 for the focus group
protocol). This chapter discusses the focus group findings on conscious and unconscious gender bias and
is organized into the following sections:

Factors that encourag joining the military

Factors that discouraged joining the military

Factors influencing choice of occupational specialty

Occupationabpecialtypreference bygender

Gender bias during the recruitment process

Presence and impact of gender bias in thiditary

Perceptions omenderneutral language and title changes

Impact ofchanges to make language gender neutral

Leadership response to gender bias

L S L S D G B G D S e

Recommendations to address gender bias
When interpreting the findings outlined in this chapter, it igpiontant to consider that these focus

groups consisted only of participants who had joined the military. It is possible that individuals who did
not join the military would provide different perspectives on these topics.

A. FactorsThat Encouraged Joining theMilitary

DACOWITS asked focus group participants about factors that encouraged them or could encourage
others to join the military. Participants mentioned a variety of factors that encouraged them to join
theseincluded benefits, career stability, and tianal pride. Participants from all focus groups also
highlighted the influence of family members with military experience am#vator that encouraged

them to join.

1. Participants inall the groupswere encouraged to joinby family members who
previously served in the military

The influence of family members who had served in the military consistently emerged@sr that
encouraged participants to join. Participantsalhthe groupseported their decisioato join were
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influenced by learning about K S A NJ F I Y A milkaSySvic& dr By lie2eNddg figssthand guidance
from family members who had served. Women were more likely than mgnaeide this response

oMy family is mil.i tandnyy. sistdnjwadiratile Reserve @fficar Tranihg

Corps] for college and was in the [Service]. We were stationed in [State] when my dad

retired , and | grew up with military around all the time .twasalllknew. ... That 6s why |
decided to [join].o®o

i Female o fficer

OMy grandf at $eeice meraber ]aHe passed away before | was born, so it was
my desire to try to connect with him [by joining the military] ,and | just stuck around. 6

i Male officer

o0 dm from Puerto Rico, so [] oiytdleagetheibland. My | i t ary] was a ¢
mom and stepdad were in the military . ... They left the island and told me [joining the
military] was a good way to |l eave. o

i Enlisted man

OMy grandfather used to tell stories [about his service
influence. 6

fi Enlisted woman

2. Participants inmost of the groups were encouraged to joinbecause ofbenefits offered
by the military

Benefits offered by the military arose asnajor factor that encouraged participants to join. Participants

in most of thegroups reported that their decisiato join were positively influenced byhe variety of

benefits offered by the military, including financial compensation and college tuition assistance. Officers
were more likely than enlistedersonnelto provide thisresponse

a. Participants inmost of the groups were encouraged to join because of financial compensation

Financial compensation offered by the military, including bonuses for joining and salaries, encouraged
participants to joinParticipants from one Service were most likelptovide this response

0l wicisiliag pilot....[The Service] said they would pay me money to do what | was
[beingpaid t o do on the outside]. o
i Male officer

o[ The recruiter] got my attention with retiring at 38 years old and immediate payment
from my first day in the military. | came from a modest backgrou nd[andl coul dndét pay for
school and didndt do great in school, so military was r

i Male officer

o[l was the first person in my family] to go to college
an education degree . My recruiter said , 6 \ant to fly? 6l said, @ need a job. &[The military
offers] p ay and benefits ...[and] stability ...t hat ci vilian |ife doesndt. 6

i Female officer
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0[The financial benefits help  support ] your family, depending on the situation that you are

in. Everyone has their own pers onal reason A inspirational or something cut and dry like

they dono6ét have the money and they need to take care
The majority of people |I come in contact with, thatds

A Enlisted woman
b. Participants inmost of thegroups were encouraged to joibecause otollege tuition assistance

Assistance withalege tuition was cited as an encouraging factor to join by participantsost of the
groups. This theme was reported mofieequentlyby participants from one Servicd/omenwere more
likelythan men andofficers weremuch morelikelythan enlistedpersonne]to cite this factor

0l appl i[Redervé Officer @&raining Corps] scholarship and got it. Basically, | had the

of

W

choice of schools | wanted to go to ....Mymom said] ,0We 81 | pay fordlsadur col |l ege.

I have afull ride,[ soyou dondét need to pay for my coll ege]. 6
i Female officer

OFor me, I w a[Reserva Offic& &raining Cogp$] in high school, so military has
always been one of those things  that was an option. When | first joined, my intent was not
to stay. My intent was to use the GI bill to pay for

fi Male officer

SC

OMy paren&dudsrad dgoi ng to coll ege, buftlhada candt give you

[Reserve Officer Training Corps] fullr i de schol arship. 6

i Female officer

0Benefits. Education. Thatoés huge. Everyone | went to

studentloans ,and | have none. 6

fi Enlisted woman

3. Participants inmost of the groups were encouraged to join by interactions with
recruiters

Participants irmost of the groug saidtheir conversations with recruitemsncouraged them to join
Women were more likelthan men and enlistecbersonnelwere much more likelyhan officersto
provide this response

O0When | was highssheah jadriend tricked me into going into the recruiting

station . . .. The recruiter was very honest withme ...[andsaid],6 1 6 m not [igw]i ng t o
you; |l &m going to tell you how it really is. I dondt
honesty is a big deal for me. o

fi Enlisted woman

o[l went to] t he recruitment events at my high school. ... lwent to the career office , and
they hadother[S er vi ce] branches there. I shopped around. 6

fi Enlisted man
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OMy cousin had an appoi nt me n,tandidatehimarid¢ Semdvi c e ]
they started showing us all the benefits [offered by the military]. Before [that interaction], |
had no intention [of joining the military]. o

i Male officer

OFor me, it was the easiest way to leave where | was from . ... It was different than what
everyone else did. | wanted to travel , and they had a career fair at school ,and a
[Service] recruiter there talked to me [about joining] .0

i Enlisted woman

recruite

4. Participants inmost of the groups were encouraged to join because of perceived career

stability

Partcipants cited perceptions of the career stability offered by the military as a factor that encour
them to join.Enlistedpersonnelwere much more likelyhan officersto provide this response

OFor some,ipédcsplogportunities rfyawurcandepencdonandjplt ent ¢ a
skills. 1 dve heard that most. 6
i Male officer
0[The military offers]j ob security .. .. Coming from an oil field community, the boom came
andwent. Well ,t hat 8ds what m§ sofwhatemll goinglt@d® sow? | have
nothing. The...mi I i tary i n gener al is there and will al

fi Enlisted woman

O0My dad @eaviee neember] and sent me to a recruiter. The things that caught me
were the money fi I gotabigbonustojoin iand j ob stability.

i Enlisted woman
0l't was a [thatdidinoteeqyirejbf or mal education. ¢
i Enlisted man
5. Participants inmost of the groups were encouraged to join because ahational pride
National pride was reported as a factor that encouraged participants and others th@military.
Participants highlighted the events of September 11, 2Qgitriotism; and the desire to give back to

their country.

o[Serving gives] a sense of giving back to the country. You grow up here and look around

aged

ree

ways be

and feel thankf ul for the freedoms you enjoy. Even when

arendt a citizen, you |l ook around and want to gi
i Male officer

09/ 11 h a p[and]ntieedcountry was more patriotic. | had a buddy who was a senior

when | was a sophomore in high school. He died in Iraq [during] my senior year. | saw the

funeral and the noble cause [andjt he 6 Pat Til Il mand type of r,espe
andlwantedto do something | i ke that.

i Male officer

ve back

ct t hat
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ol e nt e r deldyed ently porpgram]11 days after 9/11. | was married [into the]
military , and | also wanted to join  [becauseoflp at ri oti sm. 6

i Enlisted woman

0 9 / fill Was in high school when it happened. After t hat ..., [the news] broke that
America was going to war. My best friend and | decided we wanted to serve. We went
down and signed up. 6

fi Enlisted man

6. Participants inmost of the groups were encouraged to join by opportunities to leave
their hometown s

Participants irmost of the groug were encouraged to join the military as a wayrtove away from
their hometowrs. In some caseservice membergoinedto escapdimited career opportunities or
negative home situationdMen were more likeljthan womento provide this response

O0We have s o meervigeanembgr g]in our office. A lot of them come from bad
situations where they may lack opportunities. A lot of them are trying to get out of their

hometowns and [away from] the people they were associated w ith prior to service.

fi Female officer

0l 6 ve h a dSewicdmermberod] whp have said [joining the military] is about escaping
a small town and home |ife. 6

fi Enlisted woman

0Ol gr ew up,andthe dea tvas cough. | wanted to see what was bigger than the

Detroit parameters. | wanted to get out of the inner

fi Enlisted man

o0l was 24 |[.ybefare |£onsidered]realistically joining. Where | am from, after
[age] 25,people ...j ust dono.tlwhnedto get away before | decided to stay
there for good. ¢

i Male officer

7. Participants insome of the groups were encouraged to join because of displeasure with
their premilitary careers or postsecondary fields of study

Displeasure witl2 y S&eer oracademidield of study was another factor that encouraged
participants insome of the group to join the military Enlistedpersonnelwere more likelthan officers,
andwomen were much more likelhan men to cite this reasonas were memberfom one Service
versus the others

oWhen | joined college and started as pre -1 aw, I decided | didnd& want t

i Female officer

)

ci

be

ol had a [des&ngdob]wbhefedesomething that was different.

i Female officer
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o0l got tir e dawdhe posters aroend eampus and thought | would give [joining

the military] a shot. 6

i Enlisted woman
0l was 25 and wanted a change. | wanted to do something
company [before joining]. 6

fi Enlisted man

8. Participants insome o the groups were encouraged to joinbecause of dack of career
and academic opportunities

Participants irsome of the group reported beingnotivatedto join becausehere were fewcareer and
academigrospectsavailable to them outside of the militar\Women were more likelthan men and
enlistedpersonnelwere much more likelyhan officersto provide this response

ol enlisted at 17 in the [Service] to leave  [my home Sate] . ... |did not get a scholarship,
nor did | prioritize college. |  jacked up [my grades] in high school  , so [I] thought | would
start over in the [Service]. | did that. | went to a re

fi Female officer

0l come fr om ,&o tsersanke tecruitey thvat put me in the [the military] put my
brotherin 2 years prio r. | also had no other option. | figured | could retire and [receive a]
paycheck at 20.6

fi Enlisted woman

ol have some friends who came in because [they had a] lack of direction , and so it was

somet hing to do. 6
i Enlisted woman

0l di dndt hav eocollege ¢ snd éveryore evas going where | grew up. | knew
that | needed to do something. | went down to join [Service A], but a [Service B]friend hit
me up first. o

fi Enlisted man

9. Participants insome of the groups were encouraged to joinbecause ofperceived
opportunities to travel

The possibility ofravel motivated participants fromsome of the groug to join. Enlisteghersonnelwere
more likelythan officers and men were much more liketilan women to provide this response
o[l was encouragedtojoi nbecauseoff an opportunity to travel .o
i Enlisted man

ol dm a mi l.i. tsalknew the [railitary] way of life. | enjoyed moving and
traveling. ¢

i Female officer
0OTravel benefits [were enticing to me]. 6

fi Enlisted man
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B. FactorsThat Discouraged Janing the Military

DACOWITS also asked focus group participants about factordeteated them or coulddeter others
from joining the military. Participants mentioned a varietydgdcouragindactors, including concerns
aboutthe ability to meet physical requirements atige fear of not knowing what to expect from
military life. Participants also reported facing discouragement from a variety of sosucasagamily,
friends, and military reaiiters.

DACOWITS asked participants to think about the time when they were deciding whether to join the
military and to indicate whether they ever felt or were discouraged from joirtitemdcount data
revealed that slightlyewer than half of participard felt discouraged prior to joiningbout 6 in 10
women and 3 in 10 mereported this experiencésee Figure 2.1)

Figure2.1. Proportion ofParticipants by GendeWho Felt Discouraged From Joinitige Military

)

?

3in10 men 6in 10 women

Source: Focus group transcripts
1. Participants in most of the groups were discouraged from joining by family members

Participants irmost of the group reported being discouraged from joining the military by family
members in a variety of waysfor example, bydisapprovafrom family members who thpreviously
served in the militanas well as those whisad not,anddiscouragement from joiningarticularServices.
Enlistedpersonnelere more likely than officers to repodiscouragemenby family members.

OMy father threatened me if | wanted to go enlisted. I said if | dondt get
training school] , | would enlist. | would have been kicked out of the family. He said,
®Absolutely not. ... You will just get that degree. &

i Female officer

0Someti mes par ent s [Joirang the nklitany is] dangetouso fand .t hey dondt
want [their kids] to risk their |ife. o

i Male officer
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OWe had workouts and everything. My parents were | eavin
day, and | was i mproving, but tdaelyi koul dviédus ca&redt tdo atnk
I was | eaving for boot camp, and they said, 6Youdll be

i Enlisted woman

OMy husband received a | etter f rtoenBerhidgelstelimphim t he day he w
that she was disappointed that he was abandoning t he family. His brother said the same

thing fi that he was separating from the family and abandoning the family , and he would

never see him again .0

i Enlisted woman

OWhen | was getti ng the Serdcg], we werelhaviagradamilygeat |-
together.One of my own family members confronted me and said,
coul dndét go get ,hedeastijlob. §i Wel hhgnadt heome | wiatmh 6no j ob

i Enlisted man

a. Participants insome of the groug were discouraged from joining by family memlsewith
military experience

Although participants imost of the group reported being encouraged to join after hearing about their
FFEYAf28Qa KAAG2NE NBEFGSR G2 YAfAGFENE aSNIAOS 2N N
served, participarg insome of the group reportedthey werediscouraged from joining by family

members who hadervedor had seerthe experienceof other family membersvho had served

OMy parents both actively discouraged me because both t

My parents didndt experbhuehecexperemced the Pastr vitraumdtic | i f e
stress disorder] after World War 1l. They experienced the negatives of when someone
experiences the military for a |l ong time. oo

fi Enlisted man

OMy dad fought in the [S ervice] during Vietnam ,and it was a di fferent mindset.
dondt want you to see the things I[fordimvitwds] ¢ was al so no
a di fferent time and di fferent opinion of things. o

i Female officer

OMy dad was icd]inthenlate 8ps@umdrearly 90s. For him, he was not on board

[with me joining] because hesaid ,61 see how femal es get ,dndleated [in the
dondt want that for you.d | had to choose between enlis
here | am. 6

fi Enlisted woman

O[ My grandfat her] was a nst,farabewapabvayis offigating s peci al
overseas]....Hi s bi g thing wavantnehodave th go thcbugh anyhing

similar [to what he did] with the horrors that happened to himin [ foreign country]. He

wanted to make sure that | was mentally prepared. 6

i Enlisted man
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b. Participants insome of the groug were discouraged from joing specific Services Hikgeir
families

Participants irsome of the group reported beingdvised againgbiningcertainbranches of the
military by family members. Officers were more likilgn enlistedpersonnelto provide this response

0 My d a [Bervice] &nd served enlisted, and he had seen the [way] women were
treated [in the military]andsaid ,&No way youdr e[Hesadlnil gt hereds one

Srvice that maybe you coul db[He]lhdd sekn tlattypically, ,i t ds [ Ser vi ce]

they t reated the family better than other branches ....Now heds proud of me. 6

i Female officer

ol tal ked tamdmys hneo mvosy ¢ u &kree ot j oining the [ Service].d
until . . . after | graduated high school, when life got harder , that | realized that if | wanted

to be able to go to college, | needed to join the [Seryv
[ Service] specifically. o6

i Male officer

OMy dad was enl jasntde dvh[iSeer vhieced]i dndt have a problem with

jon,he sadedj ndétely dondtdgbhé¢ Seevti cef my family saw the t
serving took on my dad and didndt want me to have the s
and mocking at home. They were not supportive. o

i Male officer
OMy parents [discoura ged me] . We are all going to have those parents that try to talk you
out of joining the military, [ especially] the [Service]

fi Enlisted man

2. Participants insome of the groups were discouraged from joiningbecause ofthe
physical requirements associated wh the military

Participants irsome of the group reported concermabouttheir ability to meet the physical
requirements associated with the military asliacouragindgactor. This theme was mentioned more
frequently by oneService, much more frequentlyy womenthan men and only byenlistedpersonnel

OPhysical feats [ ar e ..a.Bdpgesatlyonhighesghooh bwad varg unfi r,]

and people didnotgohimkoltkeumid itary being so physical

fi Enlisted woman

0 Wh eyou firstjoin,the ...run [i s a concern]. | 6ve ,hutlfjhadf s been
never had to run [that much] . 6

fi Enlisted woman

0The physi cleehuirement] estages you a little bit , but once you get in [the
military], it ydoheisnngdté mean an

fi Enlisted man
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3. Participants insome of the groups were discouraged from joining by a fear of the
unknown and failure

A fear offailing as well asot knowing what to expect from life in the militadyscouragedarticipants
in some of thegroups. Thigesponse was provideghore frequently bynembers ofone Service versus
the others

OFear of t h[ediscoutaging]w hwas the first person in my family to join the
military. | was ignorant [about] what it involved. My family was the sam e way. o0
i Male officer
O0Fear of the unknown [can be a discouraging factor].o

i Male officer

OFor me, it wasnod6t outside forces but more so doubt in
to my fat her 8s...es0plead]tadetriofdailuse. My bro ther joined the [Service]
and got hurt during boot camp and got sent home, so | t

i Enlisted woman
0The most di scouraging part ;wat khewifergrwhdt tthe engkeotwn

fi Enlisted woman

4. Participantsoopinions were mixed on whether men and women experiencd similar
forms of discouragement from joining the military

DACOWITS also asked participants whether men and womagrwentthe sametypesof
discouragement from joining the military. Although participantsniost of the group reported that
men and womemwere discouraged in different waygarticipants in nearly half of the groups reported
the oppositeperception

a. Participants inmost of the grougs reported that men and women experienced dissimilar forms of
discouragement from joining

Theperception that nen and women experiencedifferent forms of discouragement from joining the
military was reported by participants most of the group. For example, participantsaidwomenwere
more likely to be discouraged from joining by their families, worwene more likely than men to
experience societal discouragement from joining, and concerns about sexual assault and sexual
harassmentvere specific to women. Broadly, womewere more likely than merandenlisted
personnelwere more likely than officerso report that men and womemvere discouraged in different
ways from joining
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b. Participants in nearly half of the groups reported that womewnere more likelythan mento be
discouragedrom joining by their families

In nearly half of the groups apticipantsperceivedthat womenwere more likelythan mento be
deterredfrom joining by their families. Enlistgmersonnelwere more likely thamfficers toprovide this
response

ootds easier for men going in, but when | told my paren:
di dndt make sense. They dono6t expect women to get in be
because of the physical requirements and our physique.

fi Enlisted woman

0 | ‘¥dohink a parent would discourage a daughter more than a son . ... Ifmy sister had
brought [up joining the military], my parents woul dndt

i Male officer

0l think some of it c o m3nseotroourtnahas bbepn [ tat] wat fortl8 -0 n
plus years, that fear of sending our daughter and wives into those [areas is real]. [There is
alperception of not wanting to send our daughters but

fi Enlisted woman

0As my kids get ol der, woul d rsusmysoo? thinkemyimstimty daughters
is to want to protect [my daughter . I doné6t know that | would trust a
much with daughter sas [l woul d with my] son. ¢

fi Male officer

c. Participants innearly half of the groups reported that women faaggreater societal
discouragementhan menfrom joining

Participants in nearly half of the groups perceived that women expertegreater societal
discouragement than men from joining the military. This theme was reported more frequently by
womenthan men and much more frequently bgnlistedpersonneithan officers.

0Both of my stepsisters joined the military and receive
friends to not [join]. l'tds stildl mal e domi nat ed, and
[than men], like how to have kids and take care of the house while being in the military.

They [experienced] tremendous pressure to not join, but

i Enlisted man

O[ There is] more of a push i n .s.danpeerbugthibge,touelge women not
them [the military] might not be for [them], whether [they] can do it or not. 6

i Male officer

ol dm fr om t,lawaldtiofpeoples t [there] still view jobs as men and women
specific. | was a waitress there , and we had anoldercoup | e who woul dndt be served

the male waiter because they saw it as a femaleds job. o

fi Enlisted woman

0 As f e,wa dreedsubted immediately. For males it Ati sl dast you tried.d For f
., you are still going to be doubted up front [when joining]. 6

i Enlisted woman

Insigh 2019 Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITRY



d. Participants insome of the groug cited concerngbout sexual harassment and sexual assault in
the military as a discouragemerdpecificto women

Concerns related to the potential for sexual harassment and sexual assault in the military were
mentionedas a discouraging factor specific to women by participans®ime of the group. Enlisted
personnelwere more likelythan officersto provide this response

ol think for women, some of the things youdll see in t
assault and the way they are handled [in the military] , would make parents discourage
their daughters from joining.©o

i Female officer

0l have two,athaludtderhsave to question whether | [ woul d]
military. Thinking about even TV shows [such as] 0CSI6[ a n dHouséof Cards 6. .., they
bring up sexual assault in the military. 18d questi on

discourag e ment f or women because of the perception of the
i Male officer

0l think for me, my br ot hé&lowsisshegbingtoprotéct harself me [ and as k]

[from sexual assault]?6 But if it wab woel ohdmy br ot her

have been a question of how he would protect himself. 6
i Enlisted woman

0l agree with t he [miegacatern]h aEvansvithme sidters considering
the military, | discouraged them from joining . ... Seeing how the females in my unit are

treated, I di scouraged them from joining the military. 6

fi Enlisted man

e. Participants in nearly half of the groups reported men and women experiathsnilar forms of
discouragement from joining the military

Although participants imost of the groug perceivedthat men and womenvere discouraged in
different waysfrom joiningthe military, participants in nearly half of the groups reportad opposite
perception Menwere more likelythan womento provide this response

OEspeci adhg wiotwh the community | d&m i n, I dondét really
reasons why men and women are discouraged from joining] , especially [under] my last

command. It [had] a greater percentage of women than men. The opportunities are not

gender specific . [ Joining the military is] equally attractive

i Male officer

oln the early 90s, women in the [Service] were |imited
the opportunities werendt equal with men. Thatds where
did change [recently]. 6

i Male officer

0l donét think ther e..atheee ard ¢cofrhoa onesn t, like neagbs your s
familyisnotpro -mi | i t ary. 6

i Enlisted woman
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0There [are] plenty [of discouragi nagpdwoment ors t hat ar e]
Previous criminal history, fithess level ... ;there are plenty of things that might discourage
someone. 0

fi Enlisted man

f. Participants also reported a variety of other forms of discouragement from joining the military
experienced bypoth men ard women

Participants reporte range of otheforms of discouragemeritom joining the militarythat men and
women experience similarly, such as the following:

Encouraged to pursue other opportunities

Low salary

Military lifestyle

Physical fitness reg@ments

Body composition requirements

L VU G B G e

Criminal history

C. Factors Influencing Choice of Occupational Specialty

DACOWITS also asked focus group participants whether they were encouraged to pursue certain
occupational specialties during tlecruitment process. Participants reported being encouraged to
pursue certairoccupationsas well as beindiscouraged from purstof a desired occupation foa
variety of reasons and from various sources.

When asked whether they felt they had a choigdtie occupational speciatsthey pursued, Bnd-
count data revealed that approximately 8 in 10 participaetsthey hada choicewith no substantial
difference betweerresponses by men versus women

1. Participants inmost of the groups were encouraged to pursue certain occupational
specialties

Participants irmost of the group reportedencouragemento pursue certain occupational specialties

from a variety of sourcesuch agecruiters and familyand for a variety of reasorsich agheir

perceptiors of the working conditions associated with some occupational specialties, the opportunity to
learn job skills transferable to the civilian world, their scores on the Armed Services Vocational Aptitude
Battery (ASVABest, positionspecifc salaries or bonuses, and their premilitary casamr

postsecondary fielslof study. Broadly, womewere more likely than meto report being encourageih

the pursuit ofa certain occupational specialtsgnd participants from on&ervice were more likg to

report thisexperience

a. Participants inmost of the grougs wereled to a specific specialtlyy recruiters

Interactions with recruiters were citealsthe most likelysource of encouragement to pursue a certain
occupational specialtyttomen were more likelthan men and enlistedpersonnelwere much more
likelythan officersto provide this response
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oWhen | went to the recruiter . . ., | had a different experience. I have a masterfs degree

in rehabilitation ... and expected that field. | gave them my credentials , and [the
recruiter] said [the Service needed me tofilla  different occupational specialty] o.My

friend who was [in the] med [ical] servicescorpslost her mi nd because | didndt ge

opportunity, [but] It worked out in the end. | love my job now ...; l'just happened to be
at the wrong recruiter at the wrong time.o

i Female officer

oMy family is not military oriesgsiaiomdndtakedtoandomly went to
them, and | said, 61 6dm in college for computer science
60h, do | have the job -Dbfdri neow,t udrkilng swictololt,ompman, wor
computers.d | went to [usnpde coiual tlyd ds cbbeouwijlelgted akni dn gf o n

career field]. ¢

i Enlisted man

O[ The recrAlirtigrhts aiybJuddr e goi ng t o..breuaregoingto mmuni cati ons

callinairstrikes. 86 But | sit behind a desk and gi vilhe peopl e inter

recruiter] said | was going to.o
i Enlisted man

OMy recruiter told me that there were no jobs avail abl
by a certain date , so | had to [join] as [an undefined occupational specialty]. It was the
person at basic t raining who assigned you [a position] after testing. He gave me medical

or [contracting] . ... Ithought he was trying to encourage me to go into contracting
because it was lucrative, and | wanted to go with medical. So , because | felt like he was
trying to discourageme ,I went with the other [career field].©o

fi Enlisted woman

b. Participants insome of the groug wereled to certain career fieldby their perception of working
conditions

Working conditions associated witkertain occupational specialties were also cited as a factor that
encouraged participants isome of the group to pursuehese jobsParticipants described being
encouraged to pursue positions based on whether they involved working indoors or outdoors and
whether they involved working behind a desk or in the fi@dlistedpersonnelwere more likdy than
officersto cite this reasonas were members aine Serviceersus the others

0l didndt want.!lwvwantat eodlyk Myjdadlwas a helicopte r pilot. That was

definitely one of my [motivationsRyedrsodl dndt sit at
i Female officer

oOoWor king conditions, l'i ke i f youdre working outside or

i Male officer

oPersonally, in high school ihthd[sewieedjthaswa®omotes so | want ed

physical . ¢

fi Enlisted man

0l chose communicati on because | [ wanted] to be in the

assigned [specific communications specialty] and | sit

i Enlisted woman
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c. Participants insome of the groups wereled to certain occupational specialtidsy their families

Participants irsome of the group reported being encouraged to pursue certain occupational specialties
by family membersEnlistedpersonnelwere more likelythan officersto provide this response

0l signed up with my si.s tvwassupposed tolge[occupavamal f r i end s

specialty, but] Iwentto [ the military entrance processing station] ,and it di dndt work out.
[The recruiter] told me | had 30 minutes to decide on a new [occupational specialty], so |

calledmysister ...and asked if | could join the same [occupatior

i Male officer

OWhen | was gr owiwasgacrewchief onya radea. He always made all the
decisions about what | was going to do. He talked about being an [occupational
specialistf , so here | am. 6

fi Enlisted woman

ol f your f ami

l'y already serves or i s caeerpahnt!|l y serving,
I f [an officeréd

s] son joins the [Service], his son is g

fi Enlisted man

0l had several J[occupati onarddmpgcpuwsicwaadheades] to pick from
recruiter , so he put his best recruiter in charge of me. My cousin looked at the  [list of

optionsforme], and he said, 61 want vy o uspecigisthbecausenl [ occupati onal
have no doubt they will take care of you,anthe rest of yo
heds still correct. 6

fi Enlisted woman

d. Participants insome of the groug wereled to certain occupational specialtidsy the opportunity
to learn job skills thatwould betransferable to the civilian world

Whether job skills were transferable to positions in the civilian world was an important conisichefar
participants insome of the group when deciding to pursue an occupational specidtlisted
personnelwere more likelythan officers and women were much more likellgan men to provide this
response

OFor me it was [about how ] if | decided n ot to make the military my career, what skills
could I take out to the civilian worl d?5¢

i Female officer

O[ At first] | wanted to be a,apd | dwantedtosachficeught it was su
for my country. Then my brain took over , and [I though t], what am | going to do with a

helicopter pilot license when | get out [of the military] ? That [occupational specialty]

doesndét prepare me for the rest of my |ife. The most tr
civilian career would be the [military inte I'ligence] field, which is what | c¢h

i Female officer

OMi ne was the correlation between what | would be doing
in the final successful post [referring to selecting a field based on what the Service
member would like to doin the civilian world onceshewas out of the military]. o6

i Enlisted woman
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o[It depends on the] purpose for joining. Some people join wanting to get something out
of their career after [the military] ....Some people just join for service. o

i Enlisted man

e. Participants insome of the groug wereled to certain occupational specialtidsy their scores on
the ASVABest

Participants irsome of the group were encouraged to pursue certain occupational speciditiaed on
their ASVABcoresMenwere much more likelthan womento provide this responseas were
members of on&service versus the others

O0Money is a huge factor. When | joined, | wanted to be
specialty] ,and r ecr ui ters | ooked at my #andedocesupatonsd and sai d, 0Y
special istt hat requires high ASVAB scores]. Howd6s that sound
back,I think | ddd rather have been a [builder occupational

i Enlisted man

f. Participants insome of the groug wereled to certainoccupational specialtieby positionspecific
bonuses

The bonuses associated with specific occupational specialéesan important consideration for
participants insome of the group when deciding which occupational specialty to pursue.i$hige was
raisedonly by enlistedpersonne) and more frequently by methan women

0l joined to be an J[s§§ddhpatriecnal tepécisali d, O6You shoul d
[different occupational special isf . Heref6s $20, 000 for you. You#dl|l be sp
t her eds n ot Setvioeanembarnsyin this occupational specialty] ....8 It 6s al |

i nfluenced by money. 6
i Enlisted man

OFor me, the number one [influence ornywaymooehoi ce of occu
for my job. o

fi Enlisted woman

o0 | j aighhoat df high school. | had one job and chose it because there was a
bonus. ... Ichose to be analyst ..., [which] is something that will benefit me on the
outside [as well].60

fi Enlisted woman

OWhen | picked [ my occ.u.ptadyihad@a prétty Bghenasifoarmyt vy |
field. 6

i Enlisted man

g. Participants insome of the groug wereled to certain occupational specialtidsy their premilitary
career or education

Participants irsome of the group reported being encouraged to pursue certaicwgational speciaies
based on whethethey aligned with theimpremilitary careess or education Officers were much more
likelythan enlistedpersonnelto provide this responseas were members of orf@ervice versus the
others
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ol was a lawyer [prior to  joining], so | only really [had] that option. It was my first choice but
my only choice. o

i Female officer
0l studied engineering [in college, so] civil engineeri

i Male officer

0l [joined the military]ndfikedphbies, souwantedf [laborrasdi ng school a
delivery] nurse .. .. When the recruiters talked to us, | had student loans and was scared of

how to pay them .. .. The recruiter said [obstetrics] or med ical surgery, [s0]l said

[obstetrics] it is.5®6

i Female offic er

oOWhen | first joined the [military], I knew that | want
following the footsteps. Everyone knows that when you go to the recruiter, they only tell

you the [occupational specialties]  that are needed [by the Service]. | to Id my recruiter
...,0HAsiswhatlwanttodo. . & . ©

fi Enlisted woman

2. Participants inmost of the groups reported being discouraged from pursuingheir
desired occupational specialties

DACOWITS also asked participants whether they were discouraged from pursuimyefezired
occupational speciaksduring the recruitment process. Participantsmost of the groug reported
experiencing this discouragemelny recruitersfor a variety é reasons such ashe desired occupational
specialty not being aligned with the needs of the Service. Similarly, only women reported being
discouraged from pursuing their desired occupatibecause of their gender, but the source of this
discouragement @&s not necessarily recruiters.

a. Participants in half of the groups were discouraged by recruiters

Participants inmost of the group repored beingencouragedy their recruiters to pursue certain
occupational speciaks but not necessariltheir desiredspecialtes Participants in half of the groups
reportedtheir recruiters discouraged them from pursuitigeir desired occupational species Men
were morelikely than womenand enlistedpersonnelwere much more likelthan officers to provide
this response

ORecruiters are |l ooking at their quotas. ltds easier to
someone [who has] no knowledge. They can [tell recruits] they have to go to a certain

[occupational specialty] if they want to leave now, but realistically , there could be

something else that opens up but [the recruits] would have to wait longer to leave. That

recruiter has his bestinterests [inmind] ,and t he recruitodés interests donot al

i Male officer

OMy recruiter tried t celtkiSarvicewas]ulyfer pilotslotdh lavasaalds
there werend6t any more pislootl dpdo shiatvieo ntso fwari tt.h el ywaairt ed
for the newyeartoopenup ,and | got one of the first slots. 6

i Female officer
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0l went baaséaredrutemed s a & s iThdreavas a girl who ... wanted nothing
more than to be in a [combat occupational specialty]. | heard it from the recruiter. He

[said],o0 you know what this is going toblefntsalid ?want d otok e d
do it, she has the physical capabilitestodoi t....06 He was doubting her ment al

strength . . . . Her parents were so supportive. They wanted her to have the opportunity to
pursueit....0

fi Enlisted woman

OWhen | enlisted, | w ascupttionalispedalty] o, [lilitdhe fecrwterlb a t
toldme, obuY dondt wantdh to do that.

i Enlisted man

b. Participants insome of the groug were discouraged by recruiters from pursuing occupational
specialties that did not align with the needs of the Service

Paticipants insome of the group reported being discouraged from pursuing their desired occupational
specialtesby recruiters ithe occupational specialty did not align with the current needs of the selected
Service.

O[ My recruiter] t ooltgatinftemytddsisetl oc¢upativhal Specialty] even
[if I wanted until the new year to join]. | get it, [recruiters] had their recruitment [quotas], so

they were pushing me towards another [occupational spec
fi Female officer
O0[ My r e c r Judiey,gau sheudipidk something else. &1 was discouraged from [military
intelligence] because too many people wanted to [serve in that role ]. [My recruiter said ],
6Donot put it on theahdsyouTdonihanhataéactk Baesavi dr t hat
it and put [military intelligencel], and | got it. o
i Female officer
ol had kids who were [combat occupational speci al ty] w h
said], 6 | want to be a [combat occupational specialty], why
replied], 6 1 ft 6kl ed up. d When [the occupatiigetnfilddwitipeci al ty i s]
a week, SO recruiters have to encourage them to go some

fi Enlisted man

0There was a difference back in 2001. You had 1, 200

specialt y]. . . . [The expectation was that ] you can try but may not get a slot .o Inmy
case,| got a [occupational specialty] slot the day I

i Male officer

c. Participants in mosbf the female groups were discouraged from joining certain occupational
specialties because of their gender

Participants in mosdf the female groups reported being discourageg male unit members and other
individualsfrom pursuing their desired occupationglexcialiesbecause of their gender. Only women
reported this theme.
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0l al ways wanted to go to [occupational special ty]. Peo
ceiling , and you can only serve at this level [because you are a woman] ,anditwas at a
time wheretha t was very true. 6

i Female officer

o0l n my ¢ ommuwa areclose knit, but from a point early in my career, we had
guys telling us wed6dDbedti btgakgaenayl . an8op 1 0m trying
counterparts that | can do almost the same things or same things as they czé

i Enlisted woman

0O0riginally |1 signed an [ oc cangplavasihighlydidcousagee.fii al t y] contra
was] discouraged by other males. [Theysaid ], 6fou dondt know how much work it ds
tobe ;areyousure youcanhandlethat? |t 6s a | ot .08 lIlo6ngubBoumade me want
to do it more. o6

fi Enlisted woman

OWe are told itds more of a male [specialty by our f ami
hammer, drill, rivet . .. the whole Rosie the Riveterthing. 1t s not a big thing anymore
you have to [prove] yourself moreasafemale ...t han mal es. 6

fi Enlisted woman

D. Occupational Specialty Preference by Gender

DACOWITS also asked focus group participants whethkr and female Service membaeavere

attracted to the same occupational specialties. Participants primarily reported that male and female
Service membexwere attracted tothe same occupational specialties, but all members of either gender
were not necessarilgirawnto the samepositions. Participants alssuggested variety of reasons why
men and womenmmightnot be attracted to the same occupational specialties.

1. Participants in mostof the groups reported that men and womencould be drawn to
the same occupational specialties

Participants irmost of the group reported that male and femalgervice membergouldbe attracted to

the same occupational specialties but that certain occupational speciditsgmore individualsof one

gender andhat a Service memb&2d RS OA &A 2y (2 LIzNE deSmdreylep2nOedtdzLI G A 2 v
on personality rather than gender. Broadly, womeeare more likely than merand enlistedoersonnel

were more likelythan officersto report that men and wmen can be drawn to the same occupational

specialties.

a. Participants insome of the group reported that certain occupational specialties attraad
members of one gender & higher rate

Participants irsome of the group reported thatcertain occupationaspecialtiesvere more attractive to
certaingendes. Menwere more likely than womerandenlistedpersonnelwere more likely than
officers to provide this response

ol guess everyone is different, but [a lot] of specialties are sought out by both ....Sure,
there are some [occupational specialties] that are highly sought out by one or the other
[gender] . 6

i Enlisted woman
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O[ Men and women] may be drawn to similar [occupational
same numbers . ... [Women] may be drawn to . . . [combat occupational specialties], but
not in the same numbers as men. o6

i Male officer

0Yeah, I obviously think that some [ men and women] are
[occupational specialties], but [there are stillhardly any women in a recently opened

combat occupational specialty] .. .. There are alot of [occupational specialties] with

more females and a lot of [occupational specialties] with more males [than before] . 6

i Enlisted woman

ol f you | ook at a medi clnumbegrsobrmep and womenr e aralifyou e q u a

|l ook at [combat occupational specialty], there are a f

fi Enlisted man

b. Participants insome of the groug reported thatService members are attracted to occupational
specialties based on personalitgther than gender

Participants irsome of the group reported that &85 NJJA OS YSYo6SNRa OK2AO0S (2 Lz

specialty is more dependentanK S A y Parsdhairyditrah gedder. Women were more likéign
men, andenlistedpersonnelwere mwh more likelythan officersto provide this response

0l think itdéds more just the type of person who is drawn
itds independent of gender.

personality traits. | think

fi Male officer

OWe have plenty of f amaVNoeme nwhaa el itke s[,t anesn ar e t hi s. 6 Or
is different. You can put two females in a room , and they can have completely different
ideas of what women want. o

i Enlisted woman
0l saw a wi de Ssvgenwemnbers]mhoavere rjot happy , Whether in s ervices,
maintenance, etc. , and wanted something that was [better] suited for their personality,
regardless of whether it was something better for their gender. A lot of it was personality or
how |l ucrative it was going to be on the outside. 6

i Enlisted wom an
oPersonally, I grew up with two sisters and a mom, so |
todayds society, women are trying to prove they®dre equa
femal es in our section. So yeah, | oilntaibindnd i t s | i ke they
obviously, there are some who are actwually interested |

fi Enlisted man

2. Participants proposed a variety of reasons why men anavomen might be drawn to
different occupational specialties

Participantsoffered vaious suggestionsn why men andwomenmight be drawn to different
occupational specialtiesheseincludedthe following:

} Womenmightbe more attracted to support roles
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} Womenmightface ®cietal pressurédo join a certain occupational specialty
} Womenmightbe more attracted tojobs with a traditional (i.e9 a.m. to 5 p.n).schedule

} Womenmightbe more likely to prioritize the family role and pursue positions that require less
commitment

} Menmightbe more likely to be recruited into certain occupational specialties

E. Gender Biaduring the Recruitment Process

DACOWITS also asked focus group participants to define bias and gender bias in their own words prior
to asking the groups about how gender biaght affectthe recruitment process. Broadly, participants

in most of the group defined bias as a preconceived notion or stance on an issuaffeatsa 2 YS2 y SQa
ability to beimpartial on that issue, ansome of the group reported that biases asethrough a

LISNE 2y Qa f ATFTS SE L BelSetde, grigipantsdrniostah tye frous Hefined

gender bias as a preconceived notion about the roles people should fulfill or how people should behave
based on their gender.

After participantsdefinedbias and gender bias, DACOWITS presented the following definitions of each

term and asked participant® answer questions related to gender bias with these definitions in mind.
DACOWITS defined bias as prejudiced perceptions, attitudégliefs about an individual or group, and
ISYRSNI oAl A Fa Fye LINB2dzRAOSR LISNOSLIiA2yasz FaGaAddz

1. Participants had mixed perceptions of whether gender bias exigd in the recruiting
process

DACOWITS asked participantsatvter gender bias existlin the recruitment process. Broadifhe
participantresponse was mixedavith participants fronmost of the group reporting that gender bias
did exist in the recruitment procesand onlymenfrom some of the groug reporting tha it did not.

a. Participants inmost of the grous reported that gender bias exisdin the recruiting process

Participants irmost of the groug saidgender biasvaspresent inthe recruiting processn particular,
participantsnoted thata lack of femad recruiters and femakléocused recruitment activities could
discourage women from joining and that recruiters encouchgen and women to pursue different
occupational specialtie®Womenwere more likely than merandenlistedpersonnelwere more likely
than officersto provide this response

b. Participants insome of the groug believeda lack of female recruiters and femafecused
recruitment could discourage women from joining

Participants irsome of the groupfelt a deficiencyof female recruiters and femalfocused recruiting
activities coulddissuadeavomen from joining Enlistedpersonnelwere more likely than officers to
provide this responses weremembeis of one Service versus the others

0There are very itees autthesnitanayustrbe because of the number [of
women in the military], but when you want to talk to women who have been in the
military . . . . | am sought out [by a lot of female recruits] .0

i Enlisted woman
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0 We, If & potential recruitis not welcomed , or they feel like the marketing campaign is
targeting a different segment [of the population] and they have no one to talk to, they

mi ght be dissuaded [from joining the military]. | donodt

that....lthinkthe[ Ser vi ce] is very inclusive. o
i Male officer

O[ The mi | i t adominatedsoiganiaatian.@Dhegthere are not that many female

recruiters, so females in high school are less likely to go into the office and seek out
recruiters if t heysondeone.davinganhoreéemaleg I nrecwiting [and]

showing that female presence would make an influence. [The lack of female recruiters is]
probably a reason a | ot of females dono6ét join.é

fi Enlisted woman

OA recruiter is the fir sthe[Benice Ifarectuitebignoresmy one has wi th
female and goes to a male, then you just lost someone. Females really want to join the
[ Service] from what | dve experienced. 6
i Enlisted man
c. Participants insome of the group reported that recruitersencouraga men and women to pursue
different occupational specialties
Theperceptionthat recruiterswere encouragng male and femalé&ervice membexto pursue different
occupational specialties was reported by participantsame of the group. Women were more likely
than mento provide this responseand thisopinionwasreportedonly by enlistedpersonnel
OMy first recruiter was [occupational specialty] al so,
in [that occupational specialty]. He would [ass ign womento be a ] linguist. So, if you were
[a female], he would decide that those [linguist occupational specialties] were the [best]
careers for them. 6
i Enlisted woman
0l dm an equal op plobrvteu nbieteyn liena deEqg.u al Opportt unity] school
[gender bias] looks like ....Some recruiters dondt care and want to bui
way theywantto ,and ot hers are ignorant. 0
i Enlisted woman
OWith my recruiter, they have quotas they have to meet.
offemales and this amount of males. They wil/l [ focus on re
for a [combat occupational specialty] , they are not going to offer it to a female, they are
going to offer it to a male. They pick and choose who they go after based on who they
think is going to make it [in a specific position]. o6
i Enlisted woman
ol definitely think [there..iTherggmasnademaleitbauras i n] jobs for
department program , and she was looking into [occupational specialty] and being a
rescue Swi mmer, and [the recruiter told her], 6That 0s cc
|l ater. Try [a different occupational specialty] instead

fi Enlisted man
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d. Participants in somef the groups reported that gender biadid not exist in the recruiting process

Participants irsome of the group reported that gender biasas not part othe recruiting process. This
theme was reportecnly by men.

0l was not a recruiter, but | 6ve k,maneofthequicatee a few. Fr o
about gender. They care about numbers. Male or female, [just] sign on the dotted
line....06

i Male officer

O0No, I dond6ét think [gender bi as.Egexypnehasequah t he recruitin
opportunities. That is sold and believed. 6

i Male o fficer

0l dondt think [gender bias exists in the recruiting pr
are on a mission to recruit females. | tds not saying th
need females. We dondt say we neomhtadns.Hhage many d f emal es
seen recently .. .they are asked if they want to do these [combat] roles. They are not

recruited for combat first, but they get in and then they are asked if they want to do these
[combat] roles. Big -picture speaking, there was never  anything about gender bias i it
was, Hey, we need females. @

fi Enlisted man

0ln my experience in [program t hatheordylfemalessymy ecr ui ts to d
program all went [ into the nuclear power field] , so | would say [there is no gender bias in

the recruiting process] off my own experience. They were qualified. They scored better

than I did A much better f and they were qualified for any job out there and chose to

[work in the nuclear power field]. Theyend ed up with a great job. o6

fi Enlisted man

2. Participants had mixedperceptions about the presence of gender bias irService
recruitment materials and advertisements

Participants reported mixedpinionsabout gender bias in Service recruitment materials and
adwertisementsbecause even thougparticipants insome of the group reported that equal gender
representationwasimproving in this area, participants gome of the group reported that Service
recruitment materials and advertisements still primarily fegimen.

a. Participants insome of the groug perceivedthat women were underrepresented in Service
recruitment materials and advertisements

Participants irsome of the groupsaidwomenwere not adequately representeth Service recruitment
materials and advertisementich agelevision commercials and posteidembers ofone Srvicewere
more likelythan those of the other Servicés provide this response

0 The (Service)] has done a very good job, ahead of the other Services ..., butagain ,

when you look at [Service -speci fi c occupational s p e Whitarheny ] , itdés a b
not a cross section of the military or American culture
there ... .0

i Female officer

Insigh 2019 Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITSP



0l donodét r e me mioster wits @&femala[g Savice member]. Even that
commercial out there [featuring a female Servicemember ]| i s pretty recent. 6

i Male officer

0 Yo u .s.dgService] posters and videos advertising females. If they are there, [the

women] are sittingbehinda des k. | 6 m not a waquld mtber be pw theseo n

building something. When portraying females , 1 t, & belong in an office behind a

desk. 86 There [are] mal.etbeyéré doingi songthinglawesoms. [Farp

women ], i t, @&, you cook , and you belong behind a desk .8 They push that on

commercials and posters. They dondét portray us as stron

fi Enlisted woman

0There are stildl [ femal es r epr es[8enicel admméragals ,and far bet w
[but g ender representationis better] than 10 years ago. 6

i Enlisted man

b. Participants insome of the group reported that the equal representation of men and women in
Service recruitment materials and advertisements has improved

Participants irsome of the groupperceivedthat the representation of men and women in Service
recruitment materials and advertisements has become more equal over time. Waraenmore likely
than men and officers were more likelfpan enlistedpersonne] to provide this response

0l dve seen significant i mprovements. | entered the Acad
the most recent [Service] commercial with a female. 6
i Female officer

0There are a f ew [sfeataringaifetnalee nServige mentber r], but when |

wasyounger ,there [werendét] a | ot. 6
i Male officer
0 Ther e .wasnmearcial thisyear ...;female[ Service member], blonde, pretty, out
there on a tail gun out of an aircraft. I't shook peopl e
They wanted to know who this woman w as! We have [great]females ....We dondt just sit
here and sign paperwork. They nailed it finally! A female was in the commercial doing
something in the commercial. There was no other guy in the scene fi it was just her! It was
so cool !l

fi Enlisted woman

00n the new commercials, there are brand new ones that have a male and female in

combat rol es. Itds gone away from being gender bias, an
females....l just saw this new commerci al this morning. It ds
publ i ¢ sees us as, di fferent than what wedve put out in

fi Enlisted man

F. Presence and Impact of Gender Bias in the Military

DACOWITS also asked focus group participants whethagibelievedyender bias exisd in the military
as a wholeoutside ofthe recruitment process. Participangerceived the presence gfender bias in the
military for a variety of reasons.
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1. Participants in nearlyall the groupsreported that gender bias exised in the military

Participants in nearlgll the groupseported that gender biawas presentn the military in a variety of
ways, including the perceptiaithat women receive special treatment anthat they could notmeet
the physical requirements associated with some occupational specialties. Women wegdikety than
men toprovide this response

a. Participants insome of the groug highlighted a perception that women receidespecial
treatment in the military

Participants irsome of the groupsaidwomen receivd special treatmentompared withmen in he
military. Enlistecpersonnelwere much more likelyhan officersto provide this response

OWith the gentleombiwhat | dve seen in my chain of command
personally think [the bias is] reversed toward men , as if our leadership is trying to show

theydre not biased [toward] women. Women get to go to c
likemeareonwai ti ng | ists for. When we ask why that happens,

to wait your turn.é
i Enlisted man

0l woul d s ay..unfaietneadment s [todard women] ....Where we are
predominantly male [as a Service], people are afraid to [be as harsh to afemale ], and
people will think they are not being fair. People may think being harsh on a female is
jeopardizing their career. | saw this in school. When you are carrying your rucksack over

your head , and a male dropped it , they would get on them , butif a female did , [they
would not] .6

fi Enlisted man

0l dve seen favoritism. For example, if we are | oading a
truck, |l dve seen guys [ of Seevice membercg.r.rlydmham for femal e
functioning human beingtoo .lcanl oad t hem off . 6

fi Enlisted woman

ol f a fService membdr Jsays,61 6m a merdtanybhsng, [the response i ¢
Hmmm, I wonder why. 0 | fServideenenderwansa [promioteom &darel |

with other Service member s, people ]say that [th e female Service member ] automatically

got it [because of gender ].... People say , &Vho did you have to sleep with? What did

you have to do to get that?d86

fi Enlisted woman

b. Participants insome of the groug highlighted a perception that womewgould notmeet the
physical requirements associated with certain occupational specialties

Participants irsome of the groupreported perceptions within their Servicésat womencould not
meet the physical requirements associated with certain occupational sfiesidVomen were more
likelythan men andenlistedpersonnelwere much more likelyhan officersto provide this response
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0l came in at a time where more and modominatee mal es wer e
[occupational specialties] . So, me being an [ occupational special ist], | had to adjust to

how males did things with maintenance ....There was playful taunting of,
this or do thardi Eeghmembmab had to have discussions
arendt Il pless.

fi Enlisted woman

o[In the command ], we only had 20 or so females, and the dichotomy was weird with
males. They either wanted to be your dad or were mad that you were there because

0Y

[they felt we were taking theirjobs].... T hey were | i ke, OHeycauséeyod me hel p yo

can6t do this,d or they were mad. o
i Enlisted woman

0l n our .l.awethadafemate who checked in. You are supposed to acclimatize
before you run the first physical fithess test (PFT). [The unit leader] said , élake her out and

runthat PFT because | doné6t .t.®i Bheswasndn gatss ijtust a femal

[Service member]. When she came back [from completing the PFT , the unit leader] was

asking if she passed. She said , 6reah, | did [fulfill that requirement] & and he was shocked
she could even do [that part of the PFT] . If it was a male , they would have given him 30

days to acclimatize, told him to take this time o)
i Enlisted man
0At | east from my experience in my careerwhéni el d, yes.
youdve had gerviceenemablerksholw up, we go out to the field ... ; some of our
guns are 40 pounds , and the ammunition is 40 pounds. With all your gear , that is 80 -plus
pounds. Some of the leaders in the field say , (What] am | going to do w ith [the female
Servicemember ] 76 and all the males see that and foll ow the
my wife separated [from the military] ... . All of my female troops have ... separated [or]
had lots of emotional issues . ..;oneactuallytookhe r | i fe. 1 tds really bad in

fields. o6

i Enlisted man
c. Participants offered other examples of gender bias in the military
Participants reporteather examples of gender bias in theilitary; theseincluded the following:

Womenwere more frequenty perceived as the caregiver in dumallitary families
Womenwere more likelythan mento be labeled with derogatory terms

Womenwere afforded less respect than men

—_— e e

Womenhadto work harder for promotionshan men

2. Participants inall the groupsreported that gender biaswas more prominent in certain
occupational specialties

DACOWITBextasked participants if gender biasasmore of an issuén particularoccupational
specialtiesAlthough participants in nearlgll the groupselieved gender bias existed in the military as a
whole (as reporteatarlier in this sectio)) participants inall the groupgeported that gender biawas

more prominent in some occupational specialties than others, incluitiogethat had just opened b
women
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a. Participants inmost of the grous reported that gender biasvasgreater in occupational
specialties that recently became available to women

Participants irmost of the groug perceivedgender biasvasmore evidentin occupational specialties
that wererecentlyopenedto women. Officers were more liketizan enlistedpersonne)and men were
much more likelthan women to provide this response

0Thereds two very diff er en{occapatioralspetiatiese 9 have@dmbat ar ms

different [typ e] of folks than the other [occupational specialties]. We have a lot in
common in our [overarching military] culture , but subcultures are there. In combat arms =,

they have recently been  [gender] integrated ...;youdl | fi nd mmoresobi as t here

than o ther [occupational specialties] , where it is probably all but eliminated, at least from
my experience ....1 mi ght not see it because | 6m a male, but
most [occupational specialties] . 6

i Male officer

0 S o ncemmunities . . . are only just now letting women in and letting them serve. | 6d
i magine thereds a cultural shift going on in [those
women into [those communities], whereas before it was an all -mal e club. 6

fi Male offi cer

0l dm i nfistrationhjsal see alot of women, but in some [occupational specialties]
that just opened to women , you have male [ Service members] that have been there for
20 years withoutwomen ,and t hat &s wuncomfortable. 6

fi Male officer

0 Ev er y s dpenimgup,iespecially in combat [occupational specialties]. Are there
women who can outperform men? Absolutely. But that is the exception to the rule. That
bias is still there. ¢

fi Enlisted man

b. Participantsoffered other examples of gender bias thatere more prominent in certain
occupational specialties

Participantgrovidedother examples of gender bias thatcurred more frequentlyn certain
occupational specialtieshese included the following

}  The perception that womenould notbe successful in copational specialties with highlevel
of physical requirements

[

t h

con

}  The perception that pregnancy agreaterA YLJ- OG 2y | 62YFyQa oAt AGe

some occupational specialties

}  The perception that womewere more likelythan mento be promotedin some occupational
specialties

3. Participants reported mixed feelings on whether gender biasaffected mission
readiness

DACOWITS also asked participants how gender bias affghtmission readiness. Participardffered

mixedopinionson the issue me participantsfelt awomanQa LINB3Iy |l yOe afe@dz R y S3 | (7
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mission readiness, a perception exacerbateclyck of trustint g2 Y y Q& | 0 Af A (@
within a unit others feltgender biaslid not affect mission readiness.

a. Participants insome of the groug perceived that women who become pregnarduldbe a
detriment to mission readiness

Participants irsome of the groupreported perceptions within their Servis¢hat women who become
pregnantcouldjeopardizemission readiness because theyy beunable to fulfill their job duties.
Participants from ne Servicewere more likelythan those of the other Servicés report this and
women were much more likeljhan mento provide this response

0 We have c e-tygeaddas that wd htive to meet in certain aircraft and crew to
go out the door. Ifyou are ... pregnant, you cannot fill that role. You are a number on
the books that cannot fill that requirement. If a Il the females get pregnant at the same
time , you are not going to be able to meet your mission readiness. [However, the]
chances of that are unlikely. 6

fi Female officer

ol f you get pregnant, youdre not fully mendically

fi Enlisted woman

ol f vy o u,addequlhappen to be pregnant , then you are sent home or denied
depl oyment. 1 6ve seen that a c oesgpdommetinet|itcanbres. | n
di fficult] to backfill that position. ¢

fi Enlisted man

t

7

uz

LIS

ready.
trainings or opportunities. | f you hold certain platfor

OWhen | got [ipadmeenh argirg to gét pregnant for a long time ,and | coul dndt .

| got pregnant right before | was supposed to deploy , So | got taken off of deploymen  t.
Me starting my family was a burden [on] my unit. o

fi Enlisted woman

b. Participants in half of the male groups reported thatpeers lack of trust in the ability of female
Service membes to perform their jots could affect mission readiness

Participants irhalf of the male groups reported thita unit memberdoes not trust theability ofa
femalecolleagueto performherjob, it couldaffectii K S  dagsloi réad@linesghis theme was
reported only by men.

0l't breaks down the wunit . [uMih thedutieoyouthave assigmedk i ng on
you need to trust one another. Without that trust, you degrade the [unitf,and they canét
complete the mission. o6

i Male officer

o[ | t dothér distraction ....Ifyou have a [group] of people and preconceived notions
of their capabilities as individuals , you are not focusing on the mission. Gender bias is the
same thing, maybe inahigher ,more general way. ¢

i Male officer
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0é The females | work with, they have trouble being able to shut a HMMV  (High Mobility

Multipurpose Wheeled Vehicle )door....We 6 r e more combat oriented, so when
to imagine athreat , and | take shots to the chest and am immobilized, how are those

females going to drag me to safety if openin gaHMMV doorisveryhard ?1 dondt feel safe
aroundthem ,buti f t hey are able to drag me, then | have no pr

fi Enlisted man

ol f you have a femal e @& faribd dceupatiohal specialty]dor a j ob

example f if there is a female with s uper -high shooting skills, and there is a gender bias,

andthereisamale[ SSr vi ce member] who doesndt shoot as well , th
the woman in the good squad. Theydre going to put the o
risking the missioneffe ct i veness. That can go with any job. 1 f they
most qualified person in for a job, they could be putting in a weaker link , which affects the

mi ssion. 6

i Male officer
c. Participants insome of the groug reported that gender bias héno effect on mission readiness

Participants irsome of the groupperceivedthat gender biaglid not affectmission readinesden
were more likely than womerand enlistedoersonnelwere much more likelyhan officers to provide
this response

ol nfmyl d, gender bi afsits pgasferrsancd biash.a.plpteéis my j ob t o make
sure my commanders and guys on the ground can talk to the pilots in the air as they are

doing operations ... .You need to get communications up within 72 hours .ffyoucan 6t do

ith maleorfemale Ayou are not part of the mission. | doné6t thin
matter of how some people have more drive to learn the job . ... | have seen [expletive]

radi o operators that are femal e amtgenteehiasi;ibi @s ones that
how people do the job. 6

i Male officer

OWe are beyond gender biases. I f yrohodyailsey do your job an
anything about it. If they do, they will get a swift kick from the commander in the room

and not be asked to co  ntinue to serve. We are too small of a force being asked to do a

lot,and we dondét have the tolerance for [gender bias] rig
arendt putti.ngWeuphawiet t oiot much to get done. 6

i Male officer

ol n t he f,weloboH atthedbig pictune. | have a female [ Service member] that
came in with a bag of issues, but we worked with her ,and sheds now far exceeding t
male[Servi ce members] she came in with.©6

i Enlisted woman
0l donét know of any gender bias that affects readiness

fi Enlisted man

G. Perceptions on GendeiNeutral Language and Title Changes

Prior to asking questions abocihanges to achievgenderneutral language in the military, DACOWITS
informed participants thasomeServices have begun updating language in various Service manuals and
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documents to be gender neutral in a variety of ways, including by changing thedhesrtb the phrase
EKS 2N aKSoé

1. Participants reported mixed feelings about changes tanake language in Service
manuals and documentgender neutral

DACOWITS asked participants about gendrtral language changes, such as changing language from
KSeKEB2 2N AaKSE Ay { SNIJA PaSticipantsyadrhiXedifeelingshh thR ®pidzY Sy (i a @
reporting negative, positive, and indifferent perspectivesiomlanguage changes.

a. Participants inmost of the groups reported negative feelings abouwthanges to make language
gender neutral in Service manuals and documents

Participants irmost of the goups expressed negative responsaisoutchanges to make language
gender neutral in Service documeratsd citeda variety of reasonthat included the superficial nature
of such aemedyto the issue of gender biag/omen were more likely than men, and estéd personnel
were more likely than officers, to provide this response

b. Participants inmost of the grougs perceivecchanges to make languaggender neutral as a
superficial solution to the issue of gender bias

Participants irmost of the group perceive changes tanakelanguage in Service documermgsnder
neutralOK I y3Ay 3 € y3dz 3S HBANRiNConselubriiastap2o addieSthedshlie &f K S 3 ¢
gender bias. Womewere more likely than merandenlistedpersonnelwere more likelythan officers

to provide this response

0...1 83d rather be treated equally than have the document s

i Female officer

0. .. If [a Service document] says a [ Service member is to do something] , then a[ Service
membe rjwilldo [if]. That ds it. The peopl e fthelngmge]t he changes not
morethan[ Ser vi ce members] do. 6

i Male officer

OPersqgnal mg, t hedowmheld 6theesndt matter. &Ghedtodoesndt have
know that | am included in that as wel I . I dondot think that it changes anyt

fi Enlisted woman

0l thinknduwtemallerl anguage changes are] generally a waste
being too sensitive i f yo{mbreiepougnt echandeythatneeit . Ther e ar e
to be made , so when you see these kinds of changes being made this quickly, it can be

frustrating. 6

fi Enlisted man

c. Participants insome of the groug perceivedthat changes to make languaggenderneutral
would draw unnecessary attention to the differences between maledgiemaleService members

Participants irsome of the groupsaidthat changing the language in Service documents to be gender
neutral would unnecessarily highligtite differences between male and feméadervice members.
Members of me Service versus thetlerswere more likely toprovide this response
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oChanges in language are important. They are subtle , but they get ingrained in you.

[However ], it bothers me when people try to be inclusive [by saying] , Wy$B oh, and
gals.dThey just draw attention to [the difference s between men and women)]. Inclusive
language willbegood ...,but drawing the extra attention is a step

i Female off icer

o0tHe and she &[language changes] kind of highlights [the difference s between men and
women] and makes it stick out more .. .. It should just say [Service member] instead of
focusing on ¢he dor Gshe.®

fi Enlisted man

ONow i tds goi n gfunt-obthiny enstemd afitbdirg a positive or not being so
genderbias ed. |1t coul d make things Vaoythiegd, 6or it wondt change

fi Enlisted woman

oWhat | hear frequently is that women ask for special t
[changes] like that , some ¢ an say that ... [women] are just complaining about special

treat ment [actudlly] 6assb cmwtt changi ng verbiage. You ficandt change
you change the people. The people have the bias. 6

fi Enlisted woman

d. Participants inmost of the groups reportedpositive feelings abouthanges to make language
gender neutral in Service manuals and documents

Participants irmost of the group also reported positive perspectives dmanges to make language
gender neutral in Service manuals and documgsiieh ashat these changes are a positive step toward
addressing gender bias.

o0 dondét see an [Insshedl]eyowmhadthsay khador &he.&®

fi Enlisted man

0To me, JIneueahlahguage change 9] brings us in line with the civilian world. ~ When |
was in high schooldefyoumean!| dndtwhieslee spectrum of gende

i Male officer

0ltds a no brainer. I f someone is ,meitng htamgfeeelt . adl i enat
i Enlisted man
oltdés fair, I guess. tlttddhsatnatl sjoustuplpeorarmsd ashea,antsgender

appropriate to say that. ¢

fi Enlisted woman

e. Participants insome of the group reported feeling indifferent to thechanges to make language
gender neutral

Participants irsome of the groupsaid they felt either negative nor positivaboutchanges to make
languagegender neutraln Service documents. Memnere more likely than womerandenlisted
personnelwere much more likelthan officersto provide this responseas were members of one
Service versus thothers
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o[Gender -neut r al |l anguage changes wil |l have] no real effect

anything. 1tds &eordhd.6lt hdeo nsdatmes,eej Ustt as a negative or
the same. 0

i Male officer

0l donoét r eal lbhgbocthe.& oivie ibteesnayisn [t he Service for] 10

example, [participant] has kept saying Guys, But | dondét know ihf gugs.only wor k

i Female officer

o0Doesndot affect us becaus.eWevedindkrvétr..mWtaEdtseenitto it
Gnan, B6m t hi nking of .huTraant,6 snoptr otbaalbel y i gnor ant on our

wearemales ,and it di dndt aHafedbeen an issue for wdmerc o,ublit we
di dnot know it. o6

fi Enlisted man

O[ Gendeutral | anguage change sto-day lifdirt ahy shapefoect our day
form. ¢

fi Enlisted man

H. Impact of Changes to Make Languag&ender Neutral

DACOWITS asked participants abtbetpotential impacts of gendeneutral language and position title
changesn a variety of areas, including recruitment and attracting women to pursue occupational
specialties historically viewed as maléented.

1. Participants reported mixed opinions on whether changes to makeposition titles
gender neutral would affect recruitment

DACOWITS asked participants whether changeasakkeService position titlesuch as airman, seaman,
andinfantrymangender neutralvould have an effect onrecruitment. Participantsexpressednixed
feelingsin responsemost of the groug saidthese changes would negativehfluencerecruitment, half
said the changes woulgbsitivelyinfluencerecruitment, and somaaidthe changes wouldot affect
recruitment.

a. Participants inmost of the grougs perceivedthat changes to make position titlegender neutral
would negatively affectrecruitment

Participants irmost of the groug saidthat changingposition titlesto makethem gender neutralwould
have an adverse effect arcruitment. Enlistegbersonnelwere more likelythan officersto provide this
response

o[Making] terms that include men [gender neutral], you might actually lose some
retention from [potential recruits  with] a long family history that feel like [the military is]

going away from the traditional . 0

i Male officer
OMaybe a small percentage [of recruits would be negatively affected ], but | feel like if
you are [concerned about that] , then this is not the pla ce foryou . 6

i Enlisted woman
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OThere are some . . . traditions that make us want to join. There are some things that
shoul dndt change because of traditi@n and the meani

i Enlisted woman

b. Participants insome of the groug perceivedthat changes to makeposition titles gender neutral
would negatively affectthe tradition associated with the Services

Participants irsome of the groupsaidthat changing position titles to make them gender neutraiuld
adversdy affectServiceradition. Womenwere more likely than merandenlistedpersonnelwere
more likely than officersto provide this responseas weremembers ofone Serviceersus the othes.

OWe come in knowing what [the parsd tiitodhs tterrand intoil ®mmg.y
find it degrading. 6
i Female officer

OWhen the [Service] tried to change the positions t
the newer Service members were okay  with it, but | liked the tradition. The oldest rank in
the [Service] should never change. The more tradit.i

fi Male officer

0l see it as Armdneseamang gServiceiméner ], it i s a word that
supposedtobegen der specific. 6

fi Enlisted woman

0OAt the end of the day, itdés going to [be] the same
brotherhood or sisterhood. 1td&s ..wbunhistorh.ds been known
change the name is a statement that goes beyond w hatis necessary forthe Ser vi ce. 0

fi Enlisted man

c. Participants in half of the groupperceivedthat changes to makgosition titles genderneutral
would positivelyaffect recruitment

Participants in haléf the groupssaidthat changng position titlesto make themgender neutralwvould
aidrecruitment for a variety of reasonsuch as that it woulchake the military appear more inclusive to
recruits. Menwere more likely than womerand officers were more likeljpan enlistedpersonne]to
provide this response

oo think itdés g o,ibutlgeing nwore meusiye avill wake [jbirng] more of an
option for some people. o
i Male officer

0OYou do it with officers; jsedemale-gpectic occumationama d am. Why
term g, like [we use male -specific occupational term  s]? Might make [women] feel more
prone to [taking those positions] . 6

i Male officer

OYou coul d | us[temakesspexificoocclpgtionsl deym] or [female -specific
occupational term] . | think people who wan tto hear [male -specific occupational term]
or [male -specific occupational term] are stuck in their old ways. o

fi Enlisted man
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0lt woul d be njmale-spedfic dcdupatiorakterna] n or an [female -specific
occupational term] . When someone thinks of a [Servicemember] , t hey dond6t think of
male or female , so we are along way away from [not having gender bias]. O

i Enlisted woman

d. Participants in half of the groupperceivedthat changes to make position titlegender neutral
would have no impact on recruitment

Participants in half of the grougsiidthat changng position titlesto make themgender neutral would
not affectrecruitment. Menwere more likely than womerandenlistedpersonnelwere more likely
than officersto provide this responseas were members of orfgervice versus the others

0l dondét t hreutrdéd pokitprtiledchanges are] going to have an effect [on
recruitment]. We say Service men and women, overarching. When someone is in the
Service i seaman or a irmen fi that is an overarchingtitte versusgender speci fic. 6

i Female officer

0They dondt know what [the position ftehrenyi ndoolnodgy i s] at
care. o

i Male officer

0l dondét t hreutrdéd popitgpre tiledchanges] would change anything [for
recruitment]. o

fi Enlisted woman

0The majority of wus do-nedttal pesition title chénges]t Nirgety -midee r
point -nine percent of people inthe [Service] ...dond6t car e.erdfthey weresoldna t t
on the pride of belonging and joining the [Service] for the spirit of [ the Service] . 6

fi Enlisted man

2. Participants reported mixed perceptions on whether changes tanake position titles
gender neutral would attract women to occupational specialties historically viewed as
male oriented

DACOWITS also asked participanth#ngingposition titlesto make themgender neutralvould draw
women to occupations historically viewed male dominated Participantexpressed mixed feelings in
respong: most of the group said thechanges woulahot affect whether women werdrawnto such
positions whereassomesaidthe changes wouléncouragevomen to fill such roles

a. Participants inmost of the groups perceivedthat changes tomake position titles gender neutral
would have no impact on attracting women to positions perceived as mailieented

Participants fronmost of the groug saidthat changng position titlesto make themgender neutral
would not affect whether women were drawn to such positions

0l donét think it would make a di ff erdemnated You know you
field anyway. I dondt think it would make a difference.

i Female officer
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0OAt [ offi cer twetalkto rearuerssadohobtimes]to see if there are any issues.

[Attracting women to positions perceived as male oriented] never came up as an issue
for them. The biggest thing for the recruiter side is physical fitness . ... Wetend to kick out
more f emal es because they candét pass the [physical fitne

i Male officer

ol think for the most part, women that are interested i
weight to the title. They are looking at it because it is something they want to do ,and the
title doesndt really matter. ¢

i Enlisted woman

0l dondt think changing the [position title] is going t
doit,or t hey wonot. o

fi Enlisted man

b. Participants insome of the groug perceivedthat changes to make posibn titles gender neutral
would have a positive impact on attracting women to positions perceived as nualented

Participants irsome of the groupsaid thatchanges tanakeposition titlesgender neutralvould
encourage women to fill such role®fficess were more likelghan enlistedpersonne]and men were
much more likelythan women to provide this response

0l can see the benhefilestto efgendeh ameutgal lbegause they were ]
created in the day when it was more male dominated. 6
i Enlisted man

0l mage is a big piece of [attracting woneeed. t o occupatio
The more you normalize [the positions] ,t he more you will see more females ¢

fi Male officer

0l would think [position titles] wouldnéreurautri ght detr
position titles are] one step towards removing unconsci

i Male officer

0l think there would be a diwdnfereto positions pescéivedesy [t o attr act
mal e oriented]. 6

fi Enlisted man

|. Leadership Response to Gender Bias

DACOWITS asked participants whetBervicdeadershipwasdoing enough to address gender bias and
whether their Servicgoffered any initiatives or trainings focused on gender bias.

1. Participants reported mixedopinions on whether Service leadershipnas doing enough
to address gender bias

DACOWITS asked participaifitService leadershiwasdoing enough to address gender bias.
Paricipants reported mixed feelings on the isso®st of the grougreported Service leadershiwas
making an adequate effotb deal withgender biaswhereassome reportedeadership wasot doing
enough in this area.
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a. Participants inmost of the grous regorted Service leadershivas doing enough to address
gender bias

Participants irmost of the groug saidService leadershiwasmaking an adequate effotb address
gender bias. For example, participants reporfetceptionsthat unit leadershighas workel to address
gender biasthat the issue of gender bias has declined over time, thatlgender bias exisd at the
unit level rather than the Service lev®en were more likelghan womento report that Service
leadershipwasdoing enough to address geadbias.

b. Participants insome of the groug reported that unit leadershipvas makingan effort to address
gender bias

Participants irsome of the group reported that unit leadershizvasworkingto address gender bias.

0 My ¢ u rcomemartding officer] met with all of us [female  Service member s]and had a
heartfelt conversation with us. At t hgbuttdome, I wasndot t
believe it now. 6

fi Female officer

0 Ou comanding officer] has a leadership statement that talks abo ut equal opportunity
for everyone to see. We also have one from higher | eade

fi Male officer

OMy wunit is pr e dasm]ouoraareerlfield. Quaskner leadership has done
some small focus groups to dig at the bias issues and how we can bett er take care of
those at a senior level to see if there are differences between the female and male

[Service members]. We ... actually sat down and did some focus groups to see how we
can address the inequity and the [in]dignity that is directed at males and females. That
was not mandated to us by the [Service] ; that was because we were aware of some of
the incidents that happened to our female [ Service members] that were coming on. That
was a unit thing, but not [ mandated]. 6

fi Enlisted woman

0Just when they started telling us [about gender bi as]
ot her chain of com@mahdds gakegwa® work because wedre go
[expletive] make it work. &

i Enlisted man
c. Participants insome of the groug repated that the issue of gender bias hasminishedover time

Participants irsome of the group reported that gender bias héagcome less of an issu&hisopinion
was reportedonly by men and much more frequently leplistedpersonnelthan officers

0OlomMét think [gender bias is] as glaring of an issue as
need for us to be hammered wi tlh dohned td etvheirnyko niet diss aenqu a l
institutionalized i-cfsfuesi tludadtsi aan.ways a one

i Male officer

Opersonally dondt think | s ewwHatgverwdaadoimgilas] all that mu
think we are doing it right.©6

fi Enlisted man
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0. .. Now the process is there, the terminology is there ,and itdés put into training. T
downside is that you have people th at are so used to society and that culture. It will take

time to have the mindset change. It takes a generation to change a whole mindset of

how things work. People who are set in their way, eventually , they will be gone. A new

generation will comeinstead of t he stubborn old timers. o

fi Enlisted man

ol't fedsl sup itkoe uvist because wedre so close to it, but go |
the same type of stuff that was brought up then , and it was pushed. If we fast forward 20
years from now, [issues of gender bias] wihenl be off the

it wonodot work.o

fi Enlisted man
d. Participants insome of the group reported that gender biasvaslocalized to specifiainits

Participants irsome of the group reported that gender biasas a problem foonly certainunits rather
than at the Service level. Mewere more likely than womerandenlistedpersonnelwere more likely
than officersto provide this response

0 think [Service leadership is] doing all they can do. There is only so much you can do

from the echelons above ,r eal | y. |t 8 s -d-a-kirac¢had tdo makeda,realo n e

impact. Does your shop have an appropriate nonbiased culture? The one next door may

be very biased. There is very litle command, much less [Service -level] leadership, can do

about that other than supporting regulations and stuff.

fi Male officer

0The majority of us in the room have done [equal opport
in the individual shop #i if you are actually following it. We get an email from the

commander [to] go do this training, [and] okay, you get it done. The only thing from up

high is you will do this tr aiSavicemembersicbanddbr om t he | ower
anything about it. o

i Male officer

o[Service leadership] is doing the best they can, but those who are actually

[implementing] the change [at the unitlevel] ..., they have noidea. ...Ina [unit] of 64, I
have 2 men who will stand up and say something [about gender bias]. Until [the efforts to
address gender bias] get all the way up [to] the senior enlisted advisor, it is not going to
change. ¢

fi Enlisted woman

e. Participants insome of the group reported that Serice leadershipvasnot doing enough to
address gender bias

Participants irsome of the group reported Service leadershigasnot making enough of an effort to
address gender biasor examplethere wasno enforcement obngoingtraining focused on addrefg
gender bias. Womewere much more likely than meandenlistedpersonnelwere much more likely
than officers to provide this response
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0You can go to training, but there is nopndenforcement. W

they say, dGender bias]is not appropriate, dbut i f we dondét have the reinforce
thetopdown ....You can give us all the training you want, but
leadership [reinforcing it] ..., training is not going to be enough. 6

i Enlisted woman

0l t hi sddo with thénaindset [of] a Il the same people that come in and say, 6Dbnot

treat them different because they are a female 6when they go into the office ..., those

things still exist. | think it 0mtotheni litay]. Buttheg t hi ng fr om
people who are higher up stildl need to be trained too.
are doing it.©o

fi Enlisted woman

0As far as other commands go, they dondt focus on [gend
leaders prioritize males. If eve ryone [else]inacommandisamale ,and youdre in a
predicament, you can6t be 6that f emaloer whhoe ycholnplsaegens . &
me as weak. 10811 be judged about it. o

fi Enlisted woman

2. Participants inmost of the groups cited the Equal Opportunity program as the primary
source of training for addressing issues related to gender bias

DACOWITS also asked participants if their Sexpiorided any trainings or initiatives to address gender
bias. Participants imost of the groug reported that the main source of training focused on issues of
gender biasvasthe Equal OpportunityEO)program. Enlisteghersonnelwere more likelythan officers

to provide this response

OEO training is the biggest [training to address gender
most of those topics. o
i Female officer

O0We have r ef r e s ihmotspeEifi@gally taught n,bub rgsources are there ....Ifyou
think you [are experiencing gender biasissues] ,you go t o EO. 6

i Male officer

0The only thing I have heard of ,thentheycemeandf you get i n t
give you classes. 0

i Enlisted woman
OWithin the EO program, [genadaempabitaoslf hdae defai mimnglyy be

fi Enlisted man

3. Participants insome of the groups reported that gender biaswas not addressed
through any Service trainings or initiatives

Participants irsome of the group reported that gender biasasnot addressed through anyainings or
initiatives offered by their ServiseMen were more likelthan women andenlistedpersonnelere
much more likelyhan officersto provide this response
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0Gender bias isndt usual,sp awve desndée haveheéeéeo|] pashi ce] 06
fi Enlisted man

0 Co mma n dputrost] policy letters about not discriminating [by] race or sex. The
information is out there. As far as  [computer -based trainings]on genderbias ,i t doesndt
exist. o

i Male officer

0l havendt seen any trainings address gender bias or wo
fi Enlisted woman

0There i s -npegiefnideeror bias training that | dm aware of . ¢

i Enlisted man

J. Recommendations to Address Gender Bias

DACOWITS also asked participants for persatalmmendations on how Service or unit leadership
couldaddress gender bias. Participants offered a varietyugfgestionsincluding the implementation of
genderneutral physical fithess standardadfostering unit environments whergervice membergelt
comfortable addressing gendeelated issues.

1. Participants insome of the groups recommended implementing a gendeneutral
physical fitness standard

Participants irsome of the groupproposedimplemening a gendereutral physical fithess standard.
Onlyenlistedpersonneloffered this recommendatiorandmen were much more likely than womem
provide this responseas weremembers & one Service versus the others

0l am a realist. |1 agree that anyoneshwldlmehéld i n the Seryv
to the same setrgeand Scdufflyfd ,dBdSafeanodbed i s an

[occupational special ist], they need to be able to do the same thing if they get stuck in

the same fight. I f they candt dotihte, mihen atrlyédy 6shoul dnd

fi Enlisted man

0l got told Syvacktemambef], 61 dondt know why men dondt
[ Physi cal Readiness Test].d | askadhdhoswemamy dpwdB®um@ds sh
We have to do 50. I f thatdos the standard, then set that
be in the [Service]. Just do it. o

fi Enlisted man

OWe need to push for not just female empower ment but al
want us to be equal and feel equal, then they have to push the same standard for
everybody. 6

fi Enlisted woman

0. .. Why [is a woman allowed to complete her] run in 13 minutes [instead of the time
allowed for men] ? Why does it matter? | think everyone would be so happy [if we
implementedagender -neutr al physical fitness standard]. o

fi Enlisted man
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2. Participants insome of the groups recommended fostering unit environments where
Service membesfelt comfortable addressing genderrelated issues

Participants irsome d the groups suggested encouraging u@hvironmentsthat allowedService
membeisto feel comfortable addressing gendeelated issueswomen were much more likelhan
mento provide this responseas were members of orgervice versus the others

0 T h e cidithg factor is comfort to report. | filed my first [sexual harassment and assault

response program] report at this duty station. | could have filed first at [my] old company
but did not. The command climate there was not comfortable. Here you feel
comfort able. | f you candt report it, the culture persists,

i Female officer

OWe need to support the culture of men being comfortabl

carpet ....|seeformal avenuesevery day,but i tds more effective to stop a
tracks and te Il him to stop acting like a child. = [We need to be] m ore confrontational.

Wedre not; we are people that stand by, dondt address a
that at a personal |l evel as well . 6

fi Female officer

0. . . Leaders need to step in and correct [gend er bias] on the spot. | see a lot of leaders

that dondét correct it on the s p[antactvity fouthot see some of t he
allowing a woman to participate ], | stop and say right then and there , [tell them] that

they should let her do  [the activity] . 6

fi Enlisted woman

OMake it more comfortable to talk about, like sexual assault and stuff. The [Service] makes
things seem so uncomfortable to talk about when theydre

i Enlisted woman
3. Patticipants offered other recommendations for addressing gender bias in the military

Participantssharedother suggestiongor addressing gender bias at the Service and unit leadership
levels these included the following

Clearly communicate expectationsgarding gender bias from leadership

Focus efforts on addressing gender bias in occupational specialties recently opened to.women
Reduce the number of trainings requiredSdrvice membex

Increase the number of female drill instructors

L L T B )

Consistently imfgment consequences for bad behavior by leadership
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Chapter 3. Pregnancy and Parenthood

COWITS has been studying issues related to pregnancy and parenthooatéahan20 years.
The Committee recognizes that these &sues of vital importancé 2 ¢ 2 Y S+{fetdgand S €
success in the military Services. To build on its study of caredaamly planning issuesonducted for
the 2018 focus group report arits study ofchild careexperiencesonductedfor the 2017 focus group
report, DACOWITS explored Service memfsceptions and experiences related to pregnancy,
maternity uniforms, brastfeeding and lactation suppogppstdeployment reintegration for parents, and
the marketing otchild careoptions.

The Committee conducted 16 focus groups with bettisted personne{E4E8) and officers (@3

O5/W1cW5) on the topic of pregnancy and patbood (see Appendi€.2for the focus group protocol).

This chapter discuss¢he focus group findings on pregnancy and parenthood and is organized into the

following sections:
t SNOSAQPSR RAFFAOdzZ (& 2F KI@Ay3d | FlLYAt& FyR IR
Experience with pregnancy during military service
Maternity uniforms

}

}

}

} Breastfeeding andakttation support
}  Postceployment family reintegration
}

Child caranarketing and awareness ohild careoptions

When interpreting the findings outlined in this chapter, it is important to consider that these focus
groups consisted of individuals with a rargfdamily backgrounds and experiendbat included single,
married,anddivorcedService membersome participants had children, and some did not. All
pregnancy and parenthood questions were asked of both male and female groups.

A. Perceived Difficulty of( AOET ¢ A &AI ET U AT A 1 AOAT AEI

In 2018 the Committee found gender and rank differences among Service merabarding the
perceivedease or difficulty ohaving a family and continuing to advance their careers in the military
Using the minsurvey questionnaire, DACOWITS asked the same question inRrti@ipants could
select from the response options of very easy, somewhat easy, somewhat difficult, or very difficult.
Althoughmany patrticipantgrom all demographic grougdelt that havinga family and progressing in
2y SQa YA fwassoné®hat Orvéygdsfiskitvomenwere more likely than merand enlisted
personneland junior officeravere more likehfthan senior officersto feel this way(see Figure 3.1)
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Figure3.1.Proportion of Participantdy Gender and RanWho Found Planning a Family and
' ROl yOAYy 3 hySQa aAfAldlFNE /FNBSNI {2YS6KIF{G 2NJ +SNE

Source: DACOWITS rrsnirvey

B. ExperienceWith PregnancyDuring Military Service

The Committeavasinterested in the experiences of pregnant servicewomen and asked participants
several questions about their experiences and/or perceptions of pregnancy during military service.
During the focus grouACOWITS askedrticipantsto indicate how many héibeenpregnantor had
known someone whavaspregnant during their military service. Haccdunt data revealed that the
majority (9 out of 10 either had been or ha known someone whavaspregnant during their military
service(see kgure3.2).

Figure3.2. Proportion ofParticipants WhaHad Been or Had Known Someowého Was Pregnant
During Their Military Service

Source: Focus group transcripts
1. Participants described a variety of challeges pregnant servicewomencould encounter

DACOWITS asked focus group participants about the challenges pregnant servicewoithandaoay
I &4 S NI A QbitavasHfeogte@ @henshebeamepregnant. Participants describegveral
challenges thahegativey affeced pregnant servicewomen and tiraunits. Althoughmost of the group
described how pregnancy Han adverseimpact on the unitsome of the group reported thatthere
waslittle to no effecton the unit
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